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Abstract
The aim of this study is to investigate the phenomenon of spiritual leadership 
manifested in Indonesian Muslim culture; a culture that is underrepresented in 
literature. In this study, spirituality was conceptualized as religious spirituality.
By using qualitative research and within the exploratory multiple-case study, three 
Indonesian Muslim business leaders and 29 employees were interviewed. In addition 
to semi-structured interviews as the main data collection techniques, reviews of 
documentary materials were used where appropriate to triangulate the findings. 
Template Analysis was used to produce themes reflecting participants’ perception of 
spirituality and spiritual leadership.
The research findings suggest that Fry’s Spiritual Leadership Theory is generally 
applicable to Indonesian Muslim culture. It also confirms that in this context, it is 
more relevant to define spirituality as religious spirituality. For Muslims, Islam is not 
only connoting the rituals and religious institutions but a complete way of life. 
Furthermore, inner life is an essential element in shaping Muslim leaders to become 
a spiritual leader. In this respect, this study confirms that the leadership behaviour of 
Indonesian Muslim business leaders is derived from Islamic religious or spiritual 
practices that positively influence development of hope/faith in a transcendent vision 
of service to key stakeholders and the values of altruistic love, which in turn resulted 
in spiritual well-being of leaders and their followers.
The research contributes to the related literature by providing examples of the 
application of spiritual leadership theory in Indonesian Muslim culture. In addition, 
by providing an understanding of spirituality within religion-based conception of 
spirituality, this study enhances knowledge of spiritual leadership model, especially 
Fry’s Spiritual Leadership Theory. The contribution of this study also lies in the 
exploration of the meaning of spirituality thoroughly as well as by revealing new 
aspects of spiritual leadership that has not been revealed in previous studies on 
spiritual leadership, such as sincerity and the leader as a role model.
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Chapter 1 
An Overview of the Research
1.1. Introduction
This study is concerned with leadership and spirituality. Leadership is repeatedly 
regarded as a key success factor for an organization (e.g., Bass, 2008; Crossan et al., 
2008). Leadership scholars agree that leadership is very important both as a social 
phenomenon and as a subject for scholarly research (e.g., Bass, 2008; Bennis, 2007; 
Hackman & Wageman, 2007; Harung et al., 1995). Crumpton (2011) identifies 
several factors that bring in the attention of leadership studies: (a) globalization, (b) 
increasing conflict, (c) declines in resources and the environment, (d) pragmatic 
business needs such as increased competition and efficiency, and (e) a response to 
ethical business failures.
Recently, spiritual leadership theory has begun to emerge both in popular literature 
and academic discourses. It is a part of contemporary theory development in 
organizational leadership study. As an important component of effective leadership 
(Fry, 2003, 2013; Fry et al., 2011), the integration of spirituality into leadership 
could cause significant cultural and organizational change (Klenke, 2003).
The need for spiritual leadership has been influenced by changes in modem 
workplaces and organizations, such as employees’ need to express their full potential 
in the workplace, individuals' search for higher purpose, personal meaning, and 
transcendent values, or growing employees’ need to express their spirituality in the 
workplace (Fairholm, 1997; Fry, 2003, 2005, 2008). Fairholm (2011) argues that 
doing spiritual leadership is the basis for attaining a holistic and integrated work life.
On the other side, empirical research in the area of spiritual leadership is not 
extensive (Chen et al., 2012; Crossman, 2010). While much has been written about 
spiritual leadership, it is not always clear how spiritual leadership is manifested in
practice (Milliman & Ferguson, 2008). Reave (2005) argues that in order to provide 
an accurate model of spiritual leadership, researchers should focus on assessing 
observable personal qualities and behaviours of the leaders. Hence, it is important to 
provide empirical results of the manifestations of leaders’ spiritual beliefs, activities, 
and practices (Wharff, 2004).
It is highly likely that leaders who believe in spiritual or religious belief systems will 
have their leadership behaviour shaped by the underlying values and attitudes of their 
religion (Kriger & Seng, 2005). However, little research has been conducted about 
spiritual or religious beliefs leaders may hold and how those beliefs may impact 
leader actions (Dent et al., 2005). Furthermore, there is minimal research on 
spirituality in organizations which applies religious spirituality (Harvey, 2001; Hicks, 
2002). Hence, for the purpose of this current research, the spirituality dimension of 
spiritual leadership was conceptualized as religious spirituality.
1.2. Indonesia as The Context of The Study
In this section, I will discuss briefly two key issues of Indonesia as the context of this 
current study, that is, religious demographics of Indonesia and the relationship 
between religion and the state in Indonesia.
1.2.1. Religious Demographics
Indonesia is an archipelagic nation consisting of thousands of islands scattered in 33 
provinces. An archipelago of more than 17,000 islands, the country covers an area of 
approximately 1.8 million square miles (0.7 million square miles landmass) and had 
a population estimated at 250 million. Divided by the equator and lying mostly 
below it, Indonesia’s climate is tropical: hot and humid, with little variation in 
temperature because of warm surrounding waters. As a state, Indonesia has a 
national motto, ''Bhinneka Tunggal Ika^ translates from Sanskrit roots into a 
sentiment similar to "E pluribus unurrC' (“from many, one”). This national motto 
accurately represents and describes Indonesia, as will be discussed in the following 
descriptions.
Indonesia is the fourth most populated country in the world. In basic numbers, this 
means that the country has a big impact in the Southeast Asia region and beyond 
(Epley, 2010). Indonesia is also the largest Muslim country and third largest 
democracy in the world. All these facts imply that Indonesia is extraordinarily 
diffuse and diverse (Friend, 2003). Similarly, Indonesia is also probably one of the 
most ethnically and culturally heterogeneous of the world’s larger nations (Epley, 
2010; Intan, 2008), in terms of ethnic groups, languages, and local and regional 
histories. There are over three hundred different ethnic groups, with more than two 
hundred and fifty distinct language spoken (Intan, 2008). It is also a religiously 
diverse country with its majority religion, minority religions, and large variety within 
each religion.
The Javanese, roughly more than 100 million people, who live on the politically 
focal island of Java, is the largest (comprising around 45 percent of the population) 
and most influential ethnic group in Indonesia (Friend, 2003; Intan, 2008). The rest 
of the population is composed of a large number of ethnic groups, minorities, or self- 
styled indigenous peoples. Its people are almost as numerous as the Japanese, but 
they live in an area one third the size of Japan.
Based on the 2010 census, the population of Indonesia is around 237 million. Of this 
number, the Muslim population was 87.2 percent of the total population (see Table 
1.1). The Indonesian government recognizes six official religions (i.e., Islam, 
Protestant, Catholic, Hindu, Buddhism and Confucianism). Every Indonesian is 
required to embrace one of these religions as it is mandatory personal data which is 
mentioned in official documents such as passports and other identification cards. 
Since the founding of the Republic, acknowledgment of a religion becomes a basic 
obligation of citizenship (Howell, 2005).
The majority of Muslims can be found in the western region of Indonesia, 
particularly West Java, East Java, and Central Java (Hasbullah, 2012). The amount of 
Muslim population in these three provinces is more than a half (52.71%) of the total
population of Muslims in Indonesia (Statistics Indonesia, 2010). Meanwhile, the 
largest Protestant population is in North Sumatra, comprise of 21.2% of the total 
Christian population in Indonesia. Protestants also form a significant minority in 
Papua, North Sulawesi and East Nusa Tenggara. Catholics can mainly be found in 
East Nusa Tenggara and West Kalimantan, comprise of 51.3% of the total Catholics 
population. The majority of Hindu community can be found in Bali, as much as 81% 
of the total Hindu population in Indonesia. A small number of Hindu communities 
can also be found in other areas such as West Nusa Tenggara, Lampung and East 
Java. Furthermore, the majority of Buddhist concentrated in Jakarta, as well as in 
North Sumatra and West Kalimantan. Confucianism (Konghucu) adherents scattered 
in various areas, predominantly in the Islands of Bangka Belitung and West 
Kalimantan.
Table 1.1
Composition of Indonesia’s Six Official Religions
Religion Percentage share(of total population)
Absolute numbers
(in millions)
Islam 87.2 207.2
Protestant 6.9 16.5
Catholic 2.9 6.9
Hindu 1.7 4.0
Buddhist 0.7 1.7
Confucian 0.05 0.1
Source: Statistics Indonesia (Badan Pusat Statistik), Population Census 2010.
In addition to the six religions recognized as official religions, an estimated twenty 
million people in Java, Kalimantan, and Papua practiced animism or local religions 
and other types of traditional belief systems termed ''Aliran KepercayaarC"  ^ (mystical 
belief) (www.state.gov, 2014). However, in some areas of Indonesia it is difficult to 
find accurate statistics on religious belief because people who do not identify as one 
of the six religions recognized by the government go undocumented.
* Epley (2010) classified local religions as a type o f Aliran Kepercayaan. He (2010, p. 15) defines 
Aliran Kepercayaan as “various religious streams, which may or may not be linked to official 
religions. They often incorporate indigenous beliefs and practices. This can include animism and 
kebatinan, which refers to spiritualism, mysticism, and other types o f beliefs and practices related to 
one’s inner self.”
Local religions are the religion professed by the Indonesia people long before official 
major religions were known (Hasse, 2011). In some places like Java, although Islam 
has been quite influential, the traces of the previous religions still exist such as the 
Tengger, Samin, and others. Similarly, in Sumatra the religion of Permalim can still 
be found despite the fact that it has a very few adherents. In Kalimantan, Kahahngan 
still exist in some places, especially in the hinterland. In Sulawesi, the existence 
Towani Tolotang, Ammatoa, Aluk Todolo, and other local religions showed that there 
are traces of pre-Islamic religions that still practiced by the community. In Maluku, 
Nusa Tenggara, and Papua as well, local religions can be found in certain, remote 
areas (Hasse, 2011).
Furthermore, many of those who practice Aliran Kepercayaan described it as more 
of a meditation-based spiritual path than a religion (Hasse, 2011). Some animists 
combined their beliefs with one of the government-recognized religions. These 
traditional belief systems typically do not have the scriptures and places of worship. 
Belief is commonly arises from indigenous cultures of a region. Some examples of 
these mystical beliefs are Sumanah, Budi Dharma, and Sapta Dharma. The 
Indonesian Government recognizes the right of existence of Aliran Kepercayaan as 
long as they do not disturb the public order or offend the sensitivities of the followers 
of the maj or religions.
Islam arrived in Indonesia in the twelfth century through the traders and merchants 
fi*om Gujarat, Southwest India, who had themselves been converted earlier 
(Wanandi, 2002). Hence, Wanandi (2002) argued, the introduction of Islam to 
Indonesia had been peaceful, through trade over many generations. Indonesia 
contains the largest Muslim population of all countries in the world. Its current 
number of Muslim inhabitants is estimated to be around 207 million individuals. This 
large number also means that approximately 13 percent of the total numbers of 
Muslims in the world live in Indonesia.
Although Islam is the religion of the majority of the Indonesian population 
nationally, certain other religions indicate the number of the majority in certain 
provinces such as Hindu in Bali and Christianity in East Nusa Tenggara, North 
Sumatra, and Papua (CRCS, 2010). Within the nation, most provinces and islands 
have majority populations of Islamic adherents (ranging from just above 50 percent 
in West Kalimantan and Maluku provinces to as much as 98.2 percent in the Special 
Region of Aceh) (Statistics Indonesia, 2010).
In general, the mainstream Muslim community follows two orientations: 
“modernists,” who closely adhere to scriptural orthodox theology while embracing 
modem learning and modem concepts; and predominantly Javanese “traditionalists,” 
who often follow charismatic religious scholars and organize around Islamic 
boarding schools. Intan (2008) stated that “traditionalists” inherited a syncretic view 
of Islam that amalgamates some of the Javanese cultural traditions which existed 
before the arrival of Islam in the Indonesia archipelago. He (2008) argued ftirther 
that although the traditionalists’ beliefs are mostly based on the orthodox faith and 
doctrines of Islam, they have a tendency to accommodate local customs. 
Furthermore, the Traditionalists thus are not interested in making Islam relevant to 
the modem situation and they also tend to be tolerant of different professions of the 
Islamic faith (Intan, 2008).
In contrast to Traditional Muslims, Modemist Muslims deal with a more literal 
interpretation of the Qur’an (Intan, 2008). Intan (2008, p. 36) said that “In terms of 
Islamic thought, whether in Indonesia or elsewhere in the Muslim world, the 
Modemists tend to argue “in favour of ijtihad, rational, individual, interpretation of 
Scriptures and traditions.”” The leading “modemist” religious organization is 
Muhammadiyah (founded in 1912), while the largest “traditionalist” religious 
organization is Nahdlatul Ulama (NU, founded in 1926). These two organizations are 
the largest religious organizations in the world (Epley, 2010). Muhammadiyah and 
Nahdlatul Ulama are said to have almost 60 million members, and each supports a 
multitude of mosques, charities, schools, social services, and some political 
endeavours (Epley, 2010).
Although accurate numbers has been difficult to acquire, most of Indonesia Muslims 
adhere to Sunni Islam (Epley, 2010). Estimated Sunni population in Indonesia by 
PEW Research Centre (2011) was around 203 million in 2010. Whilst Shia is another 
major branch of Islam, particularly in certain country such as Iran, Indonesia’s Shia 
Muslim population is substantially smaller. However, ways of classifying Indonesian 
varieties of Islam are readily disputed (Friend, 2003).
Though Islam can be found everywhere in Indonesia, it is not homogenous. Butt 
(2010, p. 279) argue that “Indonesian Islam is, like Indonesian society itself, 
dynamic and diverse, accommodating a wide variety of practices and beliefs.” He 
(2010) said further that modem Indonesian Islamic thought and practice is radically 
diverse, particularly in terms of the relationship between Islam on the one hand and 
the Indonesian state on the other. In a similar vein, Epley (2010) argued that the 
individual identities of Muslim Indonesians are multi-dimensional where their 
religion can overlap, confront, or be placed in a hierarchy with other factors such as 
socio-economic status, education, gender, and ethnicity. Furthermore, Indonesia’s 
large size, multifaceted history, and diverse ethnic populations contribute to 
significant variations within Islam and amongst Muslims. To some extent, there were 
tensions and disunity within the Indonesian Islamic community regarding this issue.
Another variation that can be observed, as well as in other major religions, is whether 
an adherent is actually practising Islam or not. Although more than 87 percent of the 
population self-identify as Muslim, Indonesia observers refer to this number as 
“statistical” Muslims, since not all of them are “practising” or even “believing” 
Muslim (Geertz, 2001; Lee, 2004). Some adherents might be classified into 
practising Muslims, in the sense that they practice or perform the teachings of Islam 
such as prayer (shalat), fasting (shaum), and pay zakat. Others are non-practising 
Muslims or nominal Muslims. Actually, they identify themselves as followers of 
Islam even though they know very little about Islam (Intan, 2008), for example in a 
document or identity card, while on the other hand they did not perform obligatory 
worship of Islam, at least on a regular basis. However, in these groups still we can
find many variations, in terms of, for example, the intensity and the way of 
performing rituals for practising Muslims. There are differences in everyday 
religious beliefs and practices (Epley, 2010).
1.2.2. Religion and The State in Indonesia
In Indonesia, religion plays a very important and strategic role, especially as the 
spiritual, moral, and ethical foundations for national development. Epley (2010) 
argue that Indonesia is a highly religious society where Islam and other major 
religions infuse the daily lives of millions. For example, Muslims typically believe 
and experience Islam as a holistic religion, one that contains a complete belief, value, 
and action system.
As a country that has a diversity of religions, the question that often arises is whether 
Indonesia is a state based on religion or a secular state. Since the early political 
debates on the topic of the ideological foundations of the Indonesian nation, certain 
Islamic groups (including some political parties) have spoken out for favouring the 
establishment of a Muslim country. The state position towards religion has been 
challenged and questioned, especially by foreigners. Despite its population which 
consists of Muslim majority, Indonesia does not constitute a Muslim or Islamic 
country based on Islamic law. Some observers would argue that Indonesia is neither 
an Islamic state nor a secular state. As articulated by Butt (2010), Indonesia is a 
religious-based state but not a theocratic-based one. Whilst most Indonesian believes 
that religion has an important role to play in society, it should be an individual choice 
and is a private matter (Wanandi, 2002).
As Indonesia contains dozens of millions of non-Muslims as well as a majority of 
Muslims, the establishment of an Islamic country, together with implementation of 
shari ’a law, has always been regarded as being a trigger for disunity. In his article on 
Islam, the state and the constitutional court in Indonesia, Butt (2010) argued that one 
area of contention between conservative Muslims on the one hand, and the state 
(supported by many more moderate Muslims) on the other, is the extent to which
Islamic law should be recognised, applied and enforced by institutions of state. He 
(2010, p. 279) concluded that the Indonesian government's response “has generally 
been to limit formal recognition of Islamic law to specified areas of family law and 
finance, codifying the relevant principles and enforcing them through Islamic 
courts.”
Furthermore, political parties favouring the Islamic nation have never been able to 
gain the majority of the popular vote throughout the political history of Indonesia, 
including in several general elections following political reformation in 1998. 
However, on one hand, the calls for the shari’a which function as the medium for 
envisioning Islam as an alternative to the existing systems has to some extent 
occurred with the enactment of j/zan a bylaws in several provinces and districts in 
Indonesia (Hasan, 2009). On the other hand, Indonesian state’s attempts to limit the 
public space it allocates to Islamic law continue to be contested, including now in 
Indonesia’s Constitutional Court (Butt, 2010).
Fauzia (2013) argue that in modem Indonesia, the relationship between the state and 
faith shows a unique position. Siljanovska (in Fauzia, 2013) proposed three 
classifications of the social status of religion vis-a-vis the state. First, religion 
becomes and ideological basis of the state. Second, the state is indifferent because 
religion is regarded as a private individual matter and third; the state is hostile to 
religion. Fauzia (2013, p. 7) said further that if we agree with this categorization, 
“modem Indonesia sits somewhere between the ideological and the indifferent.” 
Howell (2005, p. 474) stated that “the Indonesian Government’s policy on religion 
stands out as a significant example of the diversity that actually exist in the Muslim 
world in the handling of religion-state relationship.”
The Indonesian Constitution {Undang-undang Dasar 1945, Article 29) guarantees all 
people in Indonesia the freedom of worship, each according to his or her own 
religion or belief. However, as mentioned on Section 1.1., the Government 
recognizes only six “official” religions. This policy has been criticized as legal 
restrictions on certain types of religious activity and on unrecognized religions
(Epley, 2010). In some cases, the government efforts to actively protect specific 
religions groups such as minority faiths were questioned (Hasse, 2011). 
Furthermore, although the Indonesian Constitution^ represents a secular state that 
acknowledges religion without referring to any specific religion as its ideology, 
Islam is a significant factor since the majority of the population is Muslim (Fauzia, 
2013).
Under this unique form of the state, state-civil society relations changed depending 
on the political and religious tendencies of the head of the government (Fauzia, 
2013). For example, Suharto’s (the second Indonesia’s president) New Order regime 
showed a persistent determination to marginalize potential sources of Islamic 
political power (Hasan, 2009). Despite this marginalization over the years, Hasan 
(2009) argued that Islam has begun to gain a remarkable presence in the public lives 
and debates of Indonesia Muslim society in the mid-1970s. Particularly after 1998- 
99, when most of Indonesia wished to become a democracy (Fauzia, 2013), various 
forms of religious activity such as Islamic study circle (pengajian) “flourish across 
the country and provided an opportunity for a younger generation of Muslims to 
learn and discuss Islamic texts so as to better comprehend their meaning and their 
relevance to daily live” (Hasan, 2009, p. 232). These activities were prominently 
visible among university students, who were looking for a workable alternative to 
deal with current challenges and difficulties (Hasan, 2009).
As the Indonesian government’s attitude becomes more positive towards Islam, 
many educated Muslim, especially from the middle class, initiated various activities 
aimed at demonstrating the victory of Islam as the solution to all current problems 
(Hasan, 2009). Hasan (2009) argued that since they believed that religion could play 
a significant role in the public arena, they were highly assertive to implement various 
“Islamic visions” in the educational, social, political as well as economic spheres. In 
subsequent developments, particularly in economic and business fields, there comes
 ^Article 29 o f the Indonesian Constitution states “(1) The State shall be based upon the belief in the 
One and Only God” and “(2) The State guarantees all citizens the freedom o f worship, each according 
to his/her own religion or belief.” The first principle (sila) in the basic foundation o f the Indonesia 
state, the Pancasila (five principles) is “belief in the One and Only God.”
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the interest to the concept of spirituality in business. In addition to the growth of a 
variety of activities and symbolic expressions of Islam (Hassan, 2009), interest in 
spirituality as a solution to the various organizational and business problems began to 
grow in the late 1990s or early 2000s (Hendrawan, 2009). This was indicated by, 
among others, the emergence of a number of human resources development 
providers that offer spirituality in their program (see also Section 4.4).
1.3. Researcher’s Position and Relevant Background
The position of researcher towards the research topic needs to be clarified, 
particularly with regard to the context in Section 1.2 and to the relationship between 
spirituality and religion. I come from a Muslim family. However, I never get a 
specific religious education such as from Islamic boarding schools {pesantren). I 
obtain the knowledge about Islam in public schools since elementary school to 
university. When I was a child, I learned to recite the Qur’an and to perform prayer 
from my grandmother and my parents. With this background, my Islamic knowledge 
is actually not very extensive. In addition, I do not follow a particular Islamic legal 
school (mazhab) as well, such as Sunni, although in rituals and religious 
understanding I often refer to this school.
In relation with religiosity, I have been practising a relatively regular religious 
worship (such as five times prayer [shalat] and fasting [shaum] in the month of 
Ramadan) since I was an undergraduate student at the university. Gradually, my 
awareness of the role of spirituality in my life evolved ever since. This is reinforced 
by the motivation to leam, either from books or from knowledgeable people of Islam, 
and to practice Islam more intensively. Along with the improved knowledge of my 
religion, I believe that a Muslim should not adopt a secular worldview. As it was said 
by Al-Attas (2010), secularization is not only a statement of the worldview that is not 
Islamic but also in opposition to Islam.
My background was directly relevant to this current study. As a practising Muslim, I 
understand spirituality with reference to religion (i.e., Islam), and that spirituality
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cannot be separated from religion. I understand that for a Muslim, Islam is not just 
rituals but it is a way of life. Islamic teachings emphasize two equally important 
relationships: the relationship with God (hablumminAllah) and relationships with 
human beings {hablumminannas). In this respect, two major guidelines for a Muslim 
are the Qur’an and Sunnah of Prophet Muhammad. This is the norm for all Muslims 
even though in practice there may be Muslims who do not apply it in everyday life or 
do not completely understand its basic teachings and values.
1.4. Research Objectives and Research Questions
The aim of this current research is to explore the phenomenon of spiritual leadership 
as revealed in a multiple-case study scenario and in particular to see how this is 
manifested in Muslim culture. Specifically, the objectives of this study are:
■ to understand the internal view of the business leaders toward spiritual 
leadership in Indonesian Muslim culture;
■ to examine the elements of spiritual leadership against the current discussion 
of spiritual leadership in general;
■ to build on Fry’s theory of spiritual leadership to extend the model into a new 
religious context; and
■ to understand the impact of spiritual leadership on organizational members.
In order to meet those objectives, this study addresses the following questions:
1. How do Indonesian Muslim leaders perceive the meaning of spirituality and 
spiritual leadership?
2. How do Indonesian Muslim leaders practice spiritual leadership in their 
organizations? Why do they do it that way? Why do they believe in the 
effectiveness of this specific type of leadership?
3. How and why do they incorporate religious values (or religion) into their 
spiritual leadership practices?
4. To what extent is Western Spiritual Leadership Theory (in general and as 
represented by Fry’s Spiritual Leadership Theory) applicable to non-Westem, 
in particular Indonesian Muslim culture?
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5. How do organizational members perceive the spiritual leadership of their 
leaders?
1.5. Significance of the Study
The rationale for undertaking this study is the fact that there has been very little in- 
depth research in the area of spiritual leadership despite its importance. In regards to 
leadership context, most of the research on leadership during the past half century 
has been conducted in the United States, Canada, and Western Europe (Yukl, 2010) 
and in the secular settings (Hicks, 2002). Spiritual leadership literature mainly has 
involved the study of individuals and organizations in the U.S. (Chen et al., 2012; 
Ngunjiri, 2010), including the research on Fry’s model of spiritual leadership. Hence, 
there is a need to investigate leadership in Muslim cultures that are underrepresented 
in literatures (Avolio et al., 2009; Mohamed et al., 2004).
Furthermore, Fry’s model has been criticized for not providing a sufficient 
understanding of what constitutes spirituality and the ways in which it ties to 
leadership (Avolio et al., 2009). However, Dent et al. (2005) stated that Fry’s theory 
of spiritual leadership (2003) is one of the most comprehensive theoretical models 
toward developing a theory of spiritual leadership. While the availability of 
information about spiritual leadership research in Indonesia was limited, it is 
adequate to state that to date there is little leadership research in Indonesian 
organizations which applies spiritual leadership theory. Hence, there is a need to 
investigate to what extent is Western spiritual leadership theory applicable to non- 
Westem, in particular Indonesian Muslim culture.
This study and its findings have at least four practical implications. Firstly, increase 
organizational leaders’ awareness of positive individual and organizational outcomes 
of spiritual practices to promote spirituality and spiritual values in organizations. 
Secondly, encourages the leaders to create a clear alignment between their spiritual, 
personal visions and organizational vision and mission statement. Thirdly, provides 
insights to the leaders to acknowledge the essential role of inner life if they wish to 
apply spiritual leadership. Finally, provides insights to the leaders and aspiring
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leaders about (a) the applicability of spiritual leadership in such a non-secular 
context and (b) the incorporation of spirituality in leadership training.
1.6. Outline of the Thesis
This thesis is organized into nine Chapters (see Figure 1.1). Chapter 1 is an 
introductory chapter, and describes an overview of the research problem. This 
chapter is followed by three chapters of literature review. The first parts of Chapter 2 
discuss the definitions of leadership and different approaches in leadership study. 
The discussion of the evolution of leadership approaches will put into perspective the 
emergence of contemporary leadership theories, especially spiritual leadership 
theories as the focus of this study. Other sections of this Chapter discuss several 
contemporary leadership theories.
Chapter 3 looks at spirituality and religiosity in work organizations. The first section 
of this Chapter discusses definitions of spirituality. This section also shows different 
arguments concerning the definition of spirituality, religiosity and their similarity or 
differences. The subsequent sections discuss definitions of workplace spirituality, its 
role in organizations and its development in contemporary organizations.
Chapter 4 discusses spiritual leadership theories, their progress and research related 
to these theories. Two prominent theories of spiritual leadership will be elaborated 
upon, i.e., spiritual leadership theory proposed by Fairholm (1997, 2011) and Fry’s 
theory of spiritual leadership (2003, 2008, 2013).
Chapter 5 looks at research design and methods. The first section explains the 
background and provides methodological reasons for the choice of research method 
and strategy. Research questions and objectives will be discussed in the next section, 
followed by the descriptions about case study strategy, cases selection, pilot study, 
data collection techniques and the method of data analysis.
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Chapters 6 to 8 cover the data and analysis of the three case studies. The findings are 
organised according to a categorisation of themes with reference to spiritual 
leadership theory. Chapter 9 discusses the findings and offers conclusions. It also 
includes research limitations, suggestions for future research, and implications of this 
research for leadership practices.
Chapter 6 
The Case Study 1
Chapter 7 
The Case Study 2
Chapter 8 
The Case Study 3
Chapter 5 
Research Methodology
Chapter 2 
Organizational Leadership
Chapter 1 
An Overview of the Research
Chapter 4 
Spiritual Leadership in Work 
Organizations
Chapter 3 
Spirituality and 
Religiosity in Work Organizations
Chapter 9
Discussion, Recommendations and Implications
Figure 1.1 
Plan of the Thesis
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1.7. Summary
The current study is aimed to investigate the phenomenon of spiritual leadership and 
in particular to see how this was practiced in Indonesian Muslim culture. Within the 
exploratory multiple-case study, three Indonesian Muslim business leaders and their 
employees were interviewed by means of semi-structured interview. Template 
Analysis was used to produce themes reflecting the participants’ perception of 
spirituality and spiritual leadership.
The study has potential useful findings that may provide at least four implications for 
leadership practices: increase organizational leaders’ awareness of positive 
individual and organizational outcomes of spiritual practices to promote spirituality 
in organizations, encourages the leaders to create a clear alignment between their 
spiritual, personal visions and organizational vision and mission statement, provides 
insights to the leaders to acknowledge the essential role of inner life if they wish to 
apply spiritual leadership, and provides insights to the leaders and aspiring leaders 
about (a) the applicability of spiritual leadership in a non-secular context and (b) the 
incorporation of spirituality in leadership training.
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Chapter 2 
Organizational Leadership
2.1. Introduction
There has been an enormous amount of research and theory conducted to explain and 
offer answers on the best approach in organizational leadership. However, as Smith 
et al. (2004) argued, there is no comprehensive understanding of what leadership is, 
nor is there an agreement among different scholars on what effective leadership 
should be. In the recent past, a number of new perspectives on leadership, such as 
authentic leadership, ethical leadership and servant leadership have emerged 
following the erosion of confidence in the contemporary business leadership (Mittal 
& Dorfman, 2012). Recently, spiritual leadership theory has also begun to emerge 
both in academic discourses and popular literature.
This chapter looks at different approaches to leadership study and contemporary 
leadership theories. Following the definition of leadership, the discussion of the 
evolution of leadership approaches will put into perspective the emergence of 
contemporary leadership theories, especially spiritual leadership theories. The 
following sections discuss several contemporary leadership theories, most of which 
begin to feature or include “values” or “spiritual” dimensions. This will consider 
transactional, charismatic and transformational, transcendental, servant, authentic 
and spiritual leadership theories. A detailed discussion of spiritual leadership theory 
will be presented in Chapter 4. Finally, several key issues and their implications for 
the research purposes will be highlighted at the end of this Chapter.
2.2. Definition of Leadership
Many scholars agree that there are no commonly accepted definitions of what 
leadership is (e.g., Bass, 1990; Dickson et al., 2003; Hackman & Wageman, 2007; 
Vroom & Jago, 2007; Yukl, 2010; Zaccaro & Klimoski, 2001). In leadership
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research, there are no dominant paradigms (Hackman & Wageman, 2007) and the 
definition of leadership should depend on the purposes to be served (Bass, 2008).
Despite the fact that there is no consensus about a single definition in leadership 
literature (Bennis, 2007), most definitions of leadership reflect the assumption that it 
involves a process whereby intentional infiuence is exerted by one person over other 
people to guide, structure, and facilitate activities and relationships in a group or an 
organization (Bass, 2008; Vroom & Jago, 2007; Yukl, 2010). For example, Yukl 
(2010, p. 26) defines leadership as “the process of influencing others to understand 
and agree about what needs to be done and how to do it, and the process of 
facilitating individual and collective efforts to accomplish shared objectives.” This 
social or interpersonal influence is grounded in cognitive, social, and political 
processes (Hunt, 1991; Zaccaro & Klimoski, 2001) and exercised by the leaders in 
their leadership practices. Another example is Vroom and Jago (2007, p. 18) who 
express infiuence in the form of motivating effort and define leadership as “a process 
of motivating people to work together collaboratively to accomplish great things.”
In addition to the “influence” component in leadership definitions, Bass (2008) 
observes that most commonly used definitions of leadership tend to concentrate on 
the leader as a person, the leader’s behaviour, the effects of the leader, and the 
interaction process between leaders and followers. These sorts of definitions tend to 
overlook the fact that leaders always perform their leadership practices in a specific 
context. Leadership is contextually defined and caused, for example, in the contexts 
of organizational structure and organizational level (Zaccaro & Klimoski, 2001).
From many different definitions of leadership in the literature, there are some 
agreements about central defining elements of organizational leadership (Zaccaro & 
Klimoski, 2001). Firstly, leadership involves processes (Bass, 2008) and proximal 
outcomes (such as worker commitment) that contribute to the development and 
achievement of organizational purpose. This element of leadership reflects its 
fiinctional perspective, that is, leadership serves to achieve organizational 
effectiveness (Zaccaro & Klimoski, 2001). Secondly, organizational leadership is
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identified by the application of nonroutine infiuence on organizational life (Zaccaro 
& Klimoski, 2001). This means that leadership only occurs in response to, or in 
anticipation of, nonroutine organizational events; that is, any situation that 
constitutes a potential or actual obstacle to organizational goal progress (Zaccaro & 
Klimoski, 2001).
For the purpose of this research, building on the definitions of Yukl (2010) and 
Vroom and Jago (2007), I use the following working definition: “Leadership is a 
process of motivating and facilitating people to work collaboratively to accomplish 
shared objectives.” It is argued that leadership is a process that involves a particular 
form of social or interpersonal infiuence (Bryman, 1992; Yukl, 2010; Zaccaro & 
Klimoski, 2001) called motivating and facilitating. The leaders influence people by 
motivating and facilitating them in their endeavours to achieve particular objectives. 
Thus, leaders are perceived as individuals who infiuence the thoughts and actions of 
others (Zaleznik, 1998) in group or in organizational context. Facilitating means that 
leaders should make available the required resources for accomplishing the tasks. 
The outcome of the influence is collaboration or collective works in pursuit of 
objectives mutually held by both leaders and followers.
Another key definitional aspect is the extent to which leadership is seen as similar to 
or different from management (Hunt, 1991). This issue will be discussed in the 
following Section 2.3.
2.3. Leadership and Management
There is a continuing debate about whether leadership is similar to or different from 
management (Yukl, 2010). Ciulla (2004) said that in the 1980’s and 1990’s, the term 
“leadership” began to replace the word “management” in business and management 
literature. He argues that this was not only a semantic change since managers are 
now expected to play leadership roles or hold leadership responsibility. Managers are 
expected to manage the process of production or service provision, as well as inspire, 
motivate and empower people to work for the overall organizational goals (Ciulla,
2004).
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Yukl (2010) argues that although nobody viewed managing and leading as equivalent 
tasks, there is disagreement about how much they overlap. For example, Zaleznik 
(1998) contends that leadership and management are qualitatively different and 
mutually exclusive. Zaleznik (1998) further states that leaders and managers have 
different motivation and personal history and also differ in how they think and act. 
Although Bass (2008) shares the same argument that the concepts of leadership and 
management need to be distinguished from each other, he believes that the same 
person may be a department manager and a leader of her or his department.
Kotter (1990) differentiated between management and leadership in terms of their 
core processes and intended outcomes. Leadership and management are two different 
yet complementary systems of actions (Fairholm, 1997; Kotter, 1990). All 
organizations need both leadership and management in order to be able to survive in 
the dynamic and complex business environment (Fairholm, 1997; Kotter, 1990).
Kotter (1990) argues that good management practices will create order and 
consistency for the accomplishment of key dimensions of organizations, such as 
quality and profitability. Leadership, on the contrary, is linked with endeavours to 
cope with change. More changes bring about a higher need for effective leadership. 
Furthermore, he argues that to manage complexity, organizations need management 
to create order and consistency. This is realized by planning and budgeting. On the 
other side, leading an organization towards constructive change is started with setting 
a direction; that is formulating a vision and strategies for making necessary changes 
to realize the vision.
Management develops the capacity to accomplish a plan through organizing and 
staffing while the leadership task equivalent to this managerial activity is aligning 
people (Kotter, 1990). Finally, Kotter argues that management tries to ensure plan 
execution by way of controlling and problem solving. On the other hand, for 
leadership, vision accomplishment requires motivating and inspiring—that is assuring 
people to move in the right direction.
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As Kotter (1990) and a number of other scholars (e.g., Fairholm, 1997; Robbins & 
Judge, 2007) recognize leadership and management as two different yet 
complementary systems of actions, I take this similar stance for the purpose of this 
study. I assume that management and leadership can occur in the same person, as 
argued by Bass (2008). This same person may perform a role as the manager in one 
situation and act more as a leader in another situation, and performs different 
functions and activities in each role. However, for the purpose of this study, I 
focused on leadership functions performed by Chief Executive Officers of business 
organizations.
2.4. Approaches in Leadership Theory
In order to take a manageable look at the evolution of leadership, this Section 
discusses leadership theories which generally can be categorized into three main 
approaches: trait, behavioural, and contingency (Bryman, 1992; Tirmizi, 2002). The 
discussion about these approaches will also provide backgrounds for the 
development of values-based leadership and spiritual leadership.
The trait approach emphasizes leaders’ attributes such as personality, motives, and 
values (Bryman, 1992; Yukl, 2010). Bryman (1992) argues that the core theme of the 
trait approach is that leadership ability is innate. This is based on the assumption that 
some people are natural leaders, have specific traits not possessed by other people 
(Tirmizi, 2002; Yukl, 2010; Zaccaro, 2007). According to Bryman (1992), there are 
three broad types of trait addressed in leadership literatures, i.e., (1) physical factors 
such as height, weight, appearance and age, (2) ability characteristics such as 
intelligence, fluency of speech and knowledge, and (3) personality features such as 
conservatism, introversion-extraversion, self-confidence, and emotional control.
Within the behavioural approach, researchers try to identify the varieties of leader 
behaviour that enhances subordinates’ effectiveness (Bryman, 1992). With the 
emergence of the behavioural approach, the research focus shifted from what leaders 
are to what leaders do (Bryman, 1992; Tirmizi, 2002; Yukl, 2010). The core theme 
of behavioural approach is leadership effectiveness (how the leader behaves)
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(Bryman, 1992). Contrasted to the implication of trait approach—that is, there is no 
need to develop leaders because they were bom rather than made-most leadership 
researchers who apply behavioural approach believed that leaders can be trained to 
become better leaders, by identifying any behaviours that makes leadership effective 
(Bryman, 1992).
The situational approach, or contingency approach, emphasizes the importance of 
contextual factors that influence leadership processes (Tirmizi, 2002; Yukl, 2010). 
Situational theorists have argued that leadership is a matter of situational demands 
(Bass, 2008). The core theme of contingency approach is that effective leadership is 
affected by the situation (Bryman, 1992; Tirmizi, 2002). The contingency nature of 
situational approach implies that there are no universally appropriate styles of 
leadership (Bryman, 1992). One leadership style of a leader may have an impact on 
outcomes in some situations, or in a particular organization, but not in others. 
Examples of situational variables are the characteristics of followers, the nature of 
the work performed by the leader’s unit, the type of organization, and the nature of 
external environment (Yukl, 2010).
Along with different approaches in studying leadership, some scholars (e.g., Avolio 
& Bass, 1995; Bums, 1978; Den Hartog et al., 1999; Yukl, 2010) call attention to the 
importance of context in understanding leadership. Den Hartog et al. (1999) argue 
about the importance of conducting leadership research which considers specific 
assumptions held by a particular culture and utilize such context in their 
methodology. Yukl (2010) points out that most of the research on leadership during 
the past half century was conducted in the United States, Canada, and Westem 
Europe. However, he said further, the interest in cross-cultural leadership and 
research on leadership in non-Westem cultures has increased during the past-decade. 
This reality implies that there is a possibility that the research findings cannot be 
generalized to many other cultures outside those regions.
Furthermore, in this current study, I have chosen to study leadership as individual 
and positional leadership. This choice was based on following considerations. Firstly,
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leaders can be perceived as individuals who influence the thoughts and actions of 
others (Zaleznik, 1998) in organizational context. Without the intention to overlook 
the importance of situational factors in leadership, positional leaders may profoundly 
influence organizations and directly responsible for organizational success and 
adaptation (Wielkiewicz & Stelzner, 2005). In addition, particularly in terms of 
spiritual leadership, leaders are regarded as individuals who influence people through 
their attitude and behaviours based on spiritual values. Secondly, as argued by 
Sanders (2014), everyday individual leadership behaviours in organizations have not 
been adequately addressed in the literature. Similarly, Reave (2005) argues that in 
order to provide an accurate model of spiritual leadership, researchers should focus 
on assessing observable personal qualities and behaviours of the leaders. Thus, itt is 
important to provide empirical results of the manifestations of leaders’ spiritual 
beliefs, activities, and practices (Wharff, 2004). Thirdly, one of the objectives of this 
study is to understand the internal view of the business leaders toward spiritual 
leadership by revealing the way they practice spiritual leadership in their 
organizations. Through the examination of individual leadership behaviours, this 
understanding would become possible.
2.5. Current Development of Leadership Theories
Since early 1980s, a new leadership approach begins to be developed in leadership 
studies, which brings up leaders’ need of vision as its core theme (Bryman, 1992; 
Parry & Bryman, 2006). This “new” leadership approach is underpinned by a 
depiction of leaders as those who defines organizational reality through the 
articulation of vision, which is a reflection of how he/she defines organizational 
mission and the values that will support it (Parry & Bryman, 2006). It gives greater 
emphasis on emotional, moral and subjective values (Crossman, 2010). The 
emergence of more current leadership theories such as transformational leadership, 
servant leadership and spiritual leadership was observed as the emergence of values- 
based theories of leadership; all with common spiritual elements that have emerged 
in response to the conditions of crisis, stressful uncertainty in modem organizations, 
and unethical leadership (Senjaya et al., 2008).
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Without intending to disregard the role of other leadership theories, the choice of 
discussing the following five leadership theories is basically due to their popularity 
in leadership literature. The following sections discuss five contemporary leadership 
theories: transactional leadership, charismatic and transformational leadership, 
transcendental leadership, servant leadership, authentic leadership, and spiritual 
leadership.
2.5.1. Transactional Leadership
The initial idea about transactional leadership comes from the work of Bums (1978). 
He explains his concepts of transactional and transforming leadership by looking at 
the leader-power relationship. He argues that the core of this relationship is the 
interaction of persons with different levels of motivations and of power potential, 
including skills, in pursuit of common purpose. He said frirther that there are two 
fundamentally different forms of interaction. He calls the first form of person’s 
interaction as transactional leadership. This type of leadership will take place when 
one person takes the initiative to contact others for the purpose of an exchange of 
valued things (economic, political or psychological). Bums (1978) calls the second 
form of interaction as transforming leadership. This is later developed by Bass 
(2008) with new term, transformational leadership.
Transactional leadership is a process of social exchange between followers and 
leaders that involves a number of reward-based transactions or an economically- 
based exchange relationship (Cardona, 2000; Sarros & Santora, 2001; Smith et al.
(2004). A transactional leader will encourage people to pursue certain purpose by 
clarifying goals to be achieved, performance expectations, and a path that will link 
achievement of the goals to particular rewards (Smith et al., 2004). Transactional 
leaders pursue a cost-benefit, economic exchange with followers and followers’ 
material and psychological needs are satisfied in retum for expected work 
performance (Sarros & Santora, 2001).
In relation to values, transactional leadership recognizes the diversity of values and 
motivations (Bass, 2008) and virtues in leaders and followers such as honesty.
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reliability, integrity, sensitivity, and a sense of reciprocity (Bums, 1978). However, 
this is particularly related to the importance of exchange agreements with 
instmmental compliance and enforceable contracts (Bass, 2008). The contract should 
have moral legitimacy that depends on telling the tmth, keeping promises, and fair 
distribution of rewards and valid incentives (Bass, 2008). While transformational 
leadership recognizes individual talents and builds enthusiasm through appeals to 
emotions, values, and belief systems, transactional leadership promotes compliance 
by appealing to the needs and wants of the individual (Sarros & Santora, 2001).
2.5.2. Charismatic and Transformational Leadership
Earlier behavioural and various contingency approaches seemed inadequate to 
address certain significant organizational leadership issues of the 1980’s (Conger & 
Kanungo, 1994), such as organizational crises and a higher level of distress among 
organizational members (Bass, 2008). As a result, new theories of leadership under 
the labels of charismatic and transformational leadership begin to emerge in the mid- 
1980’s (Bryman, 1992).
Transformational leadership occurs when leaders inspire followers to share a vision, 
empower them to achieve that vision, and provide them with resources necessary for 
developing their personal potential (Smith et al., 2004). According to Bass (2008) 
and Cardona (2000), transformational leadership is leadership defined by a work- 
based exchange relationship. In this relationship, the leader promotes alignment by 
providing fair extrinsic rewards and appealing to the intrinsic motivation of the 
collaborators (Cardona, 2000). Although transactional leadership also provides 
extrinsic rewards as an exchange for performance, transformational leadership differs 
fi"om transactional leadership in that it motivates workers to realize performance 
outcomes that exceed their expectations (Sarros & Santora, 2001). This 
encouragement is the essence of transformational leadership model (Conger, 1999). 
Transformational leadership is an expansion of transactional leadership (Bass 2008). 
A transformational leader is not the opposite of the transactional leader: he or she is 
an enriched transactional leader (Cardona, 2000).
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Bass (1999) defines four elements of transformational leadership: individualized 
consideration, intellectual stimulation, idealized influence (charisma), and 
inspirational motivation. Individualized consideration reflects the leader’s concern 
about developing followers as people, implying an interpersonal relationship as the 
foundation for transformation. Through intellectual stimulation, a leader forms an 
open dialog around the process of vision formation and implementation. Idealized 
infiuence sets high behaviour standards for followers and encourages them to use 
their leaders as role models, hence requiring the leader to embody a strong set of 
values and integrity in their manifestation (Bass, 2008; Sarros & Santora, 2001). 
Finally, inspirational motivation provides meaning so that followers are committed to 
and engage in pursuing shared goals.
The elements of transformational leadership proposed by Bass (1999) imply a focus 
on “charismatic” leaders as a single source of power and authority. Tourish (2013, p. 
14) criticizes this perspective and stated that “leaders have no divine right to exercise 
absolute authority over followers.” Furthermore, the traditional stream of 
transformational leadership research has focused on positive behaviours such as 
inspiring others and serving as a role model. In this respect, Tourish (2013) said 
further that leadership study must include the examination of the limits on the power 
of the leader to do good, and study of voice, power, and words of followers, not just 
the leaders.
Some scholars used charismatic leadership interchangeably with transformational 
leadership, or believe that the two concepts are the same and prefer to use the term 
“charismatic/transformational leadership” (e.g. Avolio et al., 2009; Den Hartog et al., 
1999). The proponents of this perspective assume that charismatic leaders and 
transformational leaders have the same characteristics, such as the ability to 
formulate and articulate an inspirational vision and empowering followers to achieve 
the vision (Conger & Kanungo, 1994; Smith et al., 2004). On the other hand, there 
are also scholars who consider charisma as a component of transformational 
leadership (e.g., Bass, 2008; Yukl, 2010). Bass (2008) argues that the two concepts
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are distinguishable and that charismatic leadership is simply one of several 
components of transformational leadership.
In view of the description of spiritual leadership, even though transformational 
leadership does not explicitly mention ‘spirituality’ in its conception, it was argued 
that there is a linkage between these two constructs (Crossman, 2010; Klenke, 2003; 
Senjaya et al., 2008). Bums (1978) proposes that transformational leaders transcend 
their own interest and needs for the sake of followers, which motivates them to 
pursue higher moral standards. Crossman (2010) argues that elements of 
transformational leadership can be linked to spiritual leadership via the descriptor 
“inspiration.” Furthermore, spiritual leaders are considered to be inspirational and 
visionary (Fairholm, 1998; Fry, 2003; Fry & Cohen, 2009).
“Meaning” is another descriptor that shows a link between spiritual leadership and 
transformational leadership. Bums (1978) suggests that transformational leadership, 
like spiritual leadership, taps into deep levels of meaning. A transformational leader 
engages in values creation and articulation, providing meaning, and sense of purpose 
(Sarros & Santora, 2001) so that followers are committed to and engages in pursuing 
shared goals.
2.5.3. Transcendental Leadership
According to Cardona (2000), transcendental leadership is the leadership defined by 
a contribution-based exchange relationship. In this relationship the leader promotes 
unity by providing fair extrinsic rewards, appealing to intrinsic motivation of 
collaborators, and developing their transcendent motivation (Cardona, 2000). He 
says further that the most important competence of transcendental leaders is their 
integrity and capacity to sacrifice themselves in the service of their followers, even at 
the expense of their own interests.
As reflected in its term, transcendental leader is characterized by transcendence, 
which implies the awareness that there is a connection between oneself and other 
people and all elements of the world (Cardona, 2000; Gardiner, 2006).
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Transcendence is one essential element of spirituality. This element provides a point 
of convergence between transcendental leadership and other leadership theories 
which include spirituality dimension, such as servant leadership and spiritual 
leadership. Furthermore, Sanders et al. (2003) argue that Cardona’s treatment of 
transcendental leadership indicates the spiritual dimension of leadership by viewing a 
transcendental leader as a “servant-leader.” They explore this spiritual dimension of 
transcendental leadership in more detail in their integrated theory of leadership.
Building on Cardona’s “transcendental leadership” theory, Sanders et al. (2003) put 
forward an “integrated model of leadership” and try to integrate transcendental 
leadership theory with transactional and transformational theories. The model 
proposes that leaders’ development along three dimensions of spirituality (i.e., 
consciousness, moral character and faith) is associated with development along these 
three levels of leadership accomplishment (Sanders et al., 2003). They said that their 
theory purports to provide a more comprehensive view of leadership by connecting 
traditional theories to spirituality. Sanders et al.’s (2003, p. 23) integrated theory 
incorporates the idea that developing spirituality “allow leaders to become less 
concerned about the constraining realities of the external environment, which can 
limit leader effectiveness, and more concerned about an internal development that 
transcend realities as defined by the environment.”
2.5.4. Servant Leadership
The conception of servant leadership has been recognized in the leadership literature 
since Bums’ (1978) and Greenleafs (1977) publications. Greenleaf (1977) 
established the foundation for values-based leadership by incorporating faith and 
hope while viewing the leader as a servant to followers. As discussed by Russel and 
Stone (2002), several scholars argued that optimally, the prime motivation for 
leadership should be a desire to serve. Servant leadership takes place when leaders 
assume the position of servant in their relationships with fellow workers.
Servant leadership places the interest of followers before the self-interest of a leader, 
emphasizes personal development and empowerment of followers (Smith et al..
28
2004). Servant leadership is motivated by a higher level of motivation that focuses 
on the needs of others (Greenleaf, 1977). Several authors have argued that the source 
of a servant leader’s motivational base lies in their principles, values and beliefs or 
their humility and spiritual insights (Senjaya & Sarros, 2002).
There are clear points of convergence between servant leadership and spiritual 
leadership (Crossman, 2010). Fry et al. (2007, p.76) assert, “The principles of 
spiritual leadership theory are present in current discussions of servant leadership.” 
Senjaya et al. (2008) argue that spirituality is an important source of motivation for 
servant leaders. Servant leadership provides a theoretical link or basis to spirituality 
in the study of leadership. Both spiritual and servant leadership are characterized by 
intrinsically virtuous approaches that set out to cultivate a sense of love, hope, faith, 
holism, integrity, meaning, purpose and interconnectedness in the workplace (Fry, 
2003; Senjaya et al., 2008). In particular, both approaches attempt to facilitate a 
holistic, integrated workplace where individuals engage in meaningful and 
intrinsically motivating work (Senjaya et al., 2008). Senjaya et al. (2008) argue that 
values categorized under altruistic love and hope/faith in Fry’s (2003) model (i.e. 
trust, integrity, acceptance, humility, compassion, and perseverance) is reflected in 
servant leadership.
Furthermore, Nandram and Vos (2010) assert that to be qualified in servant 
leadership, it has to include spirituality. They assume that servant leadership is a 
natural and implicit part of spirituality. Fry et al. (2007, p. 82) also describe the 
application of spiritual leadership theory to servant leadership as a resolution to the 
juxtaposition of concern for people versus task to “foster high levels of 
organizational commitment and productivity, thereby simultaneously maximizing 
both human well-being and organizational performance.” Sendjaya et al. (2008) 
further argue that servant leadership is distinguished from spiritual leadership in that 
it places a particular emphasis on self-sacrifice and servant-hood moral values, which 
were not clearly articulated in Fry’s (2003) model.
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2.5.5. Authentic Leadership
Authentic leadership emerged as a response to increasing corporate misconduct 
(Gardner et al, 2005) and a growing need for leaders who can play a role in the 
greater society by tackling public policy issues and addressing organizational and 
societal problems (George, in Avolio et ah, 2004). According to Gardner et al. 
(2005), we need genuine leaders who lead by example in fostering healthy ethical 
climates characterized by transparency, trust, integrity, and high moral standards. 
Klenke (2007) said that we need leaders who have a deep sense of purpose and are 
true to their core values.
Luthans and Avolio (2003, p. 243) define authentic leadership as “a process that 
draws from both positive psychological capacities and a highly developed 
organizational context, which results in both greater self-awareness and self­
regulated positive behaviours in the part of leaders and associates, fostering positive 
self-development.” This definition identifies two essential dimensions of authentic 
leadership: self-awareness and self-regulation. Based on their survey of authentic 
leadership studies, Ladkin and Taylor (2010) found that there are three themes 
underpin much of the way in which the term is used. Firstly, authenticity is seen to 
be informed by the ‘true’ self. Secondly, most authors see self-awareness as a key 
component of authenticity. Finally, “the literature strongly connects authentic 
leadership with moral leadership, and through this connection resembles notions of 
socialized charismatic leadership” (Ladkin & Taylor, 2010, p. 65). To know, accept, 
and remain true to one’s self is the essence of authenticity (Avolio et al., 2004) and 
authentic leadership (May et al., 2003).
Despite its popularity among leadership scholars and practitioners, who regard 
authentic leadership as a form of positive leadership, Alvesson and Sveningsson 
(2013) provide some critical remarks and problems of authentic leadership. Firstly, 
the re-appearance of leader-centrism, that is, the leaders are seen to constitute the 
most reliable solution to the problems facing any civilization and, consequently, 
overlook other contextual conditions which affect the success of modem 
organizations. Secondly, dependency and submission: authentic leaders are portrayed
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as flawless moral saints standing above ordinary human. This characterization may 
encourage and reinforce hierarchical relations and power dependencies in various 
ways. Thirdly, the argument that authentic leadership is good because good 
leadership is authentic; the problem with this that we have no way of knowing where 
all these characterizations about what it means to be good and authentic really come 
from. Fourthly, real-world imperfection, that is, authentic leaders are influenced by 
situational factors such as societal norms and values so they cannot be entirely 
original. Fifthly, authentic leader is often seen as driven by the self-concept rather 
than some external elements outside the self. This may “create a world where ‘self­
focused’ individuals would act form their ‘selves’ as the key point of departure, 
rather than a shared, socially negotiated cultural reality in which compromise and 
considerations of the institutional contexts provide the framework and reference 
points for acting and interacting” (Alvesson & Sveningsson, 2013, p. 48). Finally, 
lack of realism: whilst most of writings on authentic leadership argue in a highly 
certain and confident way about the good that results from people thinking and acting 
according to the proposed recipes, in reality we know very little about what this form 
of authenticity would mean in practice.
Ladkin and Spiller (2013) argue that there are two key challenges in the study of 
authentic leadership. They start from the premise that leadership is a relational 
phenomenon. On the contrary, much of the authentic leadership literature focuses on 
the individual leader. Hence, the first challenge is “what are the implications of a 
relational view of leadership for the concept of ‘authentic leadership”?’ (Ladkin & 
Spiller, 2013, p. 1). The second key challenge in authentic leadership study is the 
conceptualization of the ‘self and what it means to ‘be’ one’s self authentically. In 
this respect, the question is “what are the implications for authentic leadership if the 
self is theorized as fluid, formed through engagement with contexts, and multi­
voiced?” (Ladkin & Spiller, 2013, p. 2).
According to Avolio and Gardner (2005), authentic leadership is different from, but 
closely related, to charismatic, transformational, spiritual, and servant leadership 
theories. Klenke (2007) explicitly points out some overlaps between authentic
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leadership and other contemporary perspective such as spiritual leadership. For 
example, like authentic leadership, servant and spiritual leadership include either 
explicit or implicit recognition of the role of leaders’ self-awareness and self­
regulation (Avolio & Gardner, 2005). Fry’s theory of spiritual leadership (2003) also 
includes an implicit recognition of the role of leaders’ self-awareness with a focus on 
vision and leaders’ values and attitudes that are broadly classified as altruistic love 
and hope/faith (Avolio & Gardner, 2005; Fry et al., 2005).
Both authentic and spiritual leadership also include the transcendence dimension of a 
leader and give high priority to values. According to Luthans and Avolio (2003), 
authentic leaders are guided by explicit and conscious values to enable them to 
operate at higher levels of moral integrity. Spiritual leadership theory proposes that 
leader values are necessary to motivate oneself and others intrinsically (Fry et al., 
2005). More specifically, areas of overlap between authentic and spiritual leadership 
theories include their focus on integrity, trust, courage, hope, and perseverance 
(Avolio & Gardner, 2005). However, in spiritual leadership, these constructs have 
remained largely theoretical and need to be supported by fiirther empirical research 
(Klenke, 2007).
2.5.6. Spiritual Leadership
As discussed in Section 2.1, the emergence of spiritual leadership theory is a part of 
contemporary theory development in organizational leadership study. Klenke (2003) 
said that while the literature provides support for the inclusion of spirituality in 
leadership, the integration of spirituality into leadership could cause significant 
cultural and organizational change.
Spiritual leadership theory can be viewed in part as a response to the call for a more 
holistic leadership that helps to integrate the four fundamental arenas that define the 
essence of human existence in the workplace: the body (physical), mind 
logical/rational thought), heart (emotions; feelings), and spirit (Fry, 2003). The 
emerging of the conceptualization of spiritual leadership may have a role in forging
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some of the links necessary in bringing about holistic, creative solutions to new 
organizational and, indeed, world problems (Crossman, 2010).
Some changes in modem workplaces and organizations such as employees’ need to 
express their full potential in the workplace, individuals' search for higher purpose, 
personal meaning, and transcendent values, or growing employees’ need to express 
their spirituality in the workplace, entail that there is an obvious need for a new type 
of leadership and theory to capture it: spiritual leadership theory (Fairholm, 1997, 
2011; Fry, 2003, 2005, 2008). Spiritual leadership involves the application of 
spiritual values and principles in the workplace.
Bryan (2008) argues that theoretical foundation for spiritual leadership lies on the 
integration of leadership and management to nurture positive relationships between 
leaders and followers with vision of serving others. Kouzes and Posner’s (2003) view 
of five leaders’ behaviour (i.e., challenging the process, inspire a shared vision, 
enable others to act, model the way, and encourage the heart) also provides 
theoretical basis for current spiritual leadership theory (Bryan, 2008). Kouzes and 
Posner (2003) conclude that spirituality is an important component of effective 
leadership.
Fairholm (1996, 1997) is regarded as an early pioneer in spiritual leadership theory. 
Fairholm’s earlier model of spiritual leadership has three components: morality, 
stewardship, and community (Fairholm, 1996). Fairholm (2011) extends his model of 
spiritual leadership to include five elements: definition of spirituality, spiritual 
leadership values, tasks, technologies, and goals. Besides Fairholm’s model, the most 
comprehensive spiritual leadership theory currently is Fry’s (2003) theory of spiritual 
leadership (Dent et al., 2005).
Empirical research in the area of spiritual leadership is not extensive (Crossman, 
2010). Furthermore, “research on several fronts is necessary to establish the validity 
of spiritual leadership theory before it should be widely accepted as a model of 
organizational/professional development to foster systemic change and
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transformation” (Fry, 2008, p. 115). Spiritual leadership theory needs more research 
and testing in different contexts with a variety of methodologies. Some scholars 
advise that it is very important to conduct research on spirituality in organizations, 
including spiritual leadership (e.g. Benefiel, 2005; Dent et al., 2005; Fairholm, 1997; 
Fry, 2008). Spiritual leadership theories will be discussed further in Chapter 4.
2.6. Summary
Leadership continues to be the subject of discourse in popular context as well as in 
scholarly articles and research, which utilize a range of approaches from “traditional” 
to more contemporary leadership theories. There are several important issues arising 
from this review of leadership literature.
Firstly, different definitions of leadership are proposed in numerous articles. To 
resolve this issue, I propose the following working definition, which emphasizes 
motivation as a specific form of influence: “Leadership is a process of motivating 
and facilitating people to work collaboratively to accomplish shared objectives.”
The second issue is the emergence of contemporary leadership theories which have 
been called values-based theories of leadership, such as spiritual leadership, servant 
leadership, and authentic leadership. However, many of these approaches are in the 
early stages of development. This is also the case in the area of spiritual leadership. 
Therefore, there is a need to carry out more research to support those prospective 
organizational leadership theories, especially spiritual leadership theory.
Finally, as a part of contemporary leadership theories, spiritual leadership theories 
need to be tested in different contexts with a variety of methodologies. The 
importance of context in leadership studies should seriously be considered by 
researchers. For this reason, there is an obvious need to carry out leadership research 
in specific context. Thus, the focus of this study is the investigation of spiritual 
leadership within the framework of spiritual leadership theory within the specific 
context of Indonesia.
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Chapter 3
Spirituality and Religiosity in Work Organizations
3.1. Introduction
As discussed in Chapter 2, changes in modem workplaces and organizations such as 
employees’ need to express their spirituality in the workplace have contributed to the 
need for spiritual leadership (Fairholm, 1997, 2011; Fry, 2003, 2005, 2008). There is 
increasing evidence that organizations and their leaders have begun to recognize the 
importance of spirituality in leading organizations and individuals (Klenke, 2003; 
Pavlovich & Comer, 2009). They are considering making room for the spiritual 
dimension at organizational and individual levels (Ashmos & Duchon, 2000). For 
example, Mitroffs study (2003) concluded that if organizations wanted to be 
successful, they had no choice but to become spiritual. Companies such as Chick-Fil- 
A, Interstate Batteries, Taco Bell, and Pizza Hut, are using spiritual lessons in their 
management and leadership strategies (Fry, 2008). Large corporations such as Intel, 
Coca-Cola, Boeing, and Sears, are reported to have incorporated spirituality in their 
workplaces, strategies, or cultures (Karakas, 2010).
The first section of this Chapter discusses definitions of spirituality. Following this, 
there are discussions about different arguments conceming spirituality and 
religiosity. I offer a working definition of spirituality which is used subsequently in 
this research. The next section looks at workplace spirituality and its role and 
development in contemporary organizations. The last section looks at religious 
spirituality as a relevant conception of spirituality to investigate spiritual leadership 
in a religious context. Finally, a summary identifies some literature gaps as a base to 
carry out research about workplace spirituality.
3.2. Spirituality
The phenomena of increasing popularity of spirituality in organizations have been 
portrayed by many scholars. It has been indicated by increasing numbers of articles.
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discussions, and research about this topic. Oswick (2009) analysis of books 
published during the last 20 years in which the word ‘spirituality’ appeared either in 
the main title, or the subtitle, of publications, revealed a total of 72 edited collections 
and monographs; 50% (36 books) of which was published in 2004-2008 period (see 
Table 3.1).
Table 3.1
Books published on workplace spirituality in 1989-2008 periods
Period (5 years)
No. of Books Notes
n %
1989-1993 n = 5 7%
1994-1998 12 17%
1999-2003 n= \9 26%
2004-2008 n = 36 50% 2004 {n = 6); 2005 (n = 4);
2006 (n = 4); 2007 (n = 5); 2008 (« = 17)
Sources: Adapted from Oswiek, 2009.
In the same study, Oswick (2009) identified 3257 journal articles on spirituality 
recorded on the Social Sciences Citation Index (SCSI) since 1970; specifically 232 
articles on workplace spirituality in all SCSI journals and 77 articles on workplace 
spirituality on SCSI management journals only. He (Oswick, 2009) further stated that 
this represents evidence of a clear and significant increase in interest in spirituality 
within the field of management. Despite its popularity, there are problems of 
definition in research on spirituality and workplace spirituality, which will be 
discussed in the following section.
3.2.1. Definition of Spirituality
One of the main issues in workplace spirituality research is that of the nature and 
definition of spirituality. The conception of spirituality has proved difficult to define, 
particularly in discourse relating spirituality to management (Brand, 2009; Kale & 
Shrivastava, 2003). There are several factors that may explain this problem. Firstly, 
spirituality means many things to different people; it is so personal and individual 
(Bell & Taylor, 2001; Cavanagh & Bandsuch, 2002; Olden, 2008). Secondly, there is 
a fear that clearly defining spirituality could lead to dogmatic rigidity, and that
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workplace spirituality should be a generic concept, not constrained by the doctrine of 
any particular religion (Markow & Klenke, 2005).
Thirdly, Neal (cited in Mohamed et al., 2004) argues that spirituality is not easy to 
define because people are trying to objectify and categorize an idea that is very 
subjective and beyond categorization. Finally, some scholars argue that the 
complexity to define spirituality comes from the multidimensional nature of this 
construct (Bruce, 2000; Husain, n.d.; Klenke, 2003; Markow & Klenke, 2005; 
Mohamed et al., 2004; Worthington & Sandage, 2002).
Mohamed et al. (2004) contend that the difficulty and multiplicity of definitions is 
normal and expected for a field in the infancy stage of development. As the field 
matures, more consensuses will materialize. They (Mohamed et al., 2004) argue that 
the definitions are more incomplete than incorrect and each definition focusing on 
one part of spirituality. Mitroff and Denton (1999a, 1999b) argue that definitions are 
always important, especially when we are dealing with complex and controversial 
matters.
What spirituality means is very much depends on who uses it (King, 1996). As 
discussed in Cavanagh and Bandsuch (2002), Hason et al. define spirituality in a very 
basic term, that is, spirituality is a worldview plus a path. By this broad definition, 
almost every human being has spirituality, with a worldview that could develop from 
anything including one's faith. However, from the perspective of some major 
religions such as Christianity, Judaism and Islam, one’s worldview is always 
originated from religious teachings and principles. Consequently, spirituality cannot 
be developed without connection to religious values.
Spirituality can also be defined in relation to consciousness (Helminiak, 2006), in 
relation to transcendence (Krieger & Seng, 2005; Worthington & Sandage, 2002), 
the feeling of inter-connectedness with all things in the universe (Krieger & Seng,
2005), or the search for direction, meaning, and inner wholeness (Cavanagh & 
Bandsuch, 2002). Delgado (2005) identifies the following characteristics of
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spirituality: belief system, the search for purpose or meaning in life, connection or 
harmonious interconnectedness, and self-transcendence.
Strack and Fottler (2002) define spirituality as an intangible animating force 
involving a state of intimate relationship with a force beyond oneself, an awareness 
of one’s inner-self and recognition of a connection with other people. Clark (1958, p. 
22) defines spirituality as “the inner experience of the individual when he senses a 
Beyond, especially as evidenced by the effect of this experience on his behaviour 
when he actively attempts to harmonize his life with the Beyond.” Klenke (2003) 
added that for many, spirituality is associated with a belief in relating oneself to a 
higher-order influence. Spirituality is the essence of the individual, her/his inner 
being, the real self. She (2003, p. 59) suggests that “most definitions of spirituality 
also acknowledge a dimension that is nonphysical, unbound by time and place that 
transcends our five senses but is every bit as real as the physical realm.” Definitions 
fi-om Strack and Fottler (2002), Clark (1958), and Klenke (2003) put emphasis on the 
inner experience derived from relationship with the Higher Power, the inner-self, and 
sense of connectedness, especially with other people.
As typically defined by scholars and practitioners, spirituality encompasses a search 
for meaning in life, for connectedness, for transcendence, and for harmony. 
According to Emmons et al. (1998), these definitions are consistent with a number of 
authors who affirm the recognition of a transcendent, meta-empirical dimension of 
reality as a common core meaning of spirituality/religion. For example, Emmons et 
al. (1998, p. 406) refer to Martin and Carlson who define spirituality as “a process by 
which individuals recognize the importance of orienting their lives to something 
nonmaterial that is beyond or larger than themselves ... so that there is an 
acknowledgment of and at least some dependence upon a Higher Power, or Spirit.” 
Schneiders (2003, p. 166) places an emphasis on the transcendence dimension by 
defining spirituality as “the experience of conscious involvement in the project of life 
integration through self-transcendence toward the ultimate value one perceives.” She 
argues that this definition can apply to religious and non-religious or secular 
spirituality. Furthermore, Emmons et al. (1998) and Ashforth and Pratt (2010)
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contend that the core component of spirituality is reflected in the notion of 
“transcendence.”
Nandram and Borden (2010) view spirituality as an umbrella concept that includes 
several dimensions of intrapersonal experiences (the inner side of spirituality), 
interpersonal experiences and person-situation experiences (the outer side of 
spirituality), and the connectedness between these types of experiences. They said 
further that at the concrete level, spirituality was manifested in attitudes, values, 
emotions, and behaviours related to an inner force in human beings. The outer 
spirituality refers to adapting the mind to spiritual concepts, the relationship to others 
and the world (Nandram, 2010). On the other hand, inner spirituality reflects “an 
inner, transformative process that involves transcending our habitual state of being, 
expanding the consciousness, becoming more subtle, and ultimately connecting to 
the indwelling Divine” (Nandram, 2010, p. 18).
Schmidt-Wilk et al. (2000) identify three streams of definitions of spirituality in the 
management literature: 1) those that define spirituality in terms of personal inner 
experience; 2) those that focus on principles, virtues, ethics, values, emotions, 
wisdom, and intuition; which is focuses on the applied aspect of spirituality; and 3) 
those that define spirituality in terms of the relationship between a personal inner 
experience and its manifestations in outer behaviours, principles, and practices 
[italics in original]; which looks at the characteristics of spiritual organization. The 
first definition views spirituality as a personal search for meaning and connectedness. 
Many scholars link this search for meaning to a larger purpose and to a source 
beyond ourselves (Schmidt-Wilk et al., 2000). The second definition refers to 
spirituality as the relationship between the personal inner experience and outer 
behaviour (Schmidt-Wilk et al., 2000). The third definition does not treat questions 
of inner domain and connectedness or of the applied nature of spirituality (Ashar & 
Lane-Maher, 2004). It views spirituality as principled behaviour. It is manifested 
when virtues, ethics, values, emotions, and intuition become the part of the 
organization’s behaviour and policies (Ashar & Lane-Maher, 2004).
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For the purpose of this current study, it is argued that spirituality is a 
multidimensional construct and, for this reason, is regarded as a personal search for 
meaning and connectedness, which has a relationship with outer behaviour as 
reflected in values, attitudes and ethical behaviours. In other words, spirituality has 
the inner side (intrapersonal experiences) and the outer side (interpersonal 
experiences and person-situation experiences) (Nandram & Borden, 2010).
Schmidt-Wilk et al. (2000) suggest that a useful distinction could be made between 
two fundamental constructs: “pure spirituality” and “applied spirituality.” They use 
the term “pure spirituality” to refer to a silent, unbounded, inner experience of pure 
self-awareness, devoid of customary content of perception, thoughts, and feelings. 
“Applied spirituality” is the domain of practical applications and it is measurable 
outcomes that automatically arise from the inner experience of “pure spirituality.” 
The term “spiritual development” refers to a holistic process of positive 
transformation through experience of pure spirituality (Heaton et al., 2004).
Applied spirituality, Schmidt-Wilk et al. (2000) argue, can be manifested 
intellectually in discussion of moral reasoning and ethics, behaviourally in acts of 
respect and care for others, and emotionally through expressions of love and 
humility. One example of applied spirituality is the concept of work as vocation or 
calling—which is clearly distinguished from the notion of work as career (Ashar & 
Lane-Maher, 2004).
To sum up, Schmidt-Wilk et al. (2000) explain that when someone acts upon 
spiritual practice (e.g., prayer, meditation), he or she will go through a transcendental 
consciousness and experience. This is what they call “pure spirituality.” Some 
spiritual practices are founded in religion and others are unconnected to any religious 
doctrine or organization (Lewis & Geroy, 2000). Later on, after this experience has 
manifested itself in one’s daily life, some characteristics such as adaptability to 
change, satisfaction in work relationship, nurturance in leadership, will be 
materialized. This is “applied spirituality.” In turn, it will have a positive impact at
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individual, organizational, societal and environmental level; such as physical and 
mental health, productivity, organizational commitment, and financial performance.
Lips-Wiersma (2003) advises the researchers of workplace spirituality to be aware 
that any definition they choose may feel inclusive or exclusive to their research 
participants. By keeping this advise in mind and even though recognizing that 
spirituality can be more broadly defined, for the purpose of this research, based on 
some common elements found in definitions of spirituality and building on Clark’s 
(1958) definition, I have chosen to use the following working definition: “Spirituality 
is the transcendental experience of the individual when he/she senses closeness to the 
Higher Power as an outcome of spiritual/religious practice, and as manifested in 
her/his behaviour and interactions with other people and the environment when 
he/she actively searches for the meaning of life and attempts to integrate her/his life 
with the Higher Power.” Whilst Clark’s definition put emphasis on inner experience, 
I add a highlight of the external experience, or the manifestation, of spirituality.
The above working definition is consistent with Nandram and Borden’s (2010) 
viewpoint that spirituality has the intrapersonal, the interpersonal and person- 
situation experiences. In this definition, transcendental come from the noun 
transcendence, which refers to “strivings which are oriented above and beyond the 
self, which reflect an integration of the individual with a Higher Power” (Emmons et 
al., 1998, p. 409). This is also consistent with Wharff’s (2004, p. 110) definition of 
transcendence: “an individual’s shared intuition with and awareness of a supernatural 
power (i.e., a Divine Being) that exists beyond the bounds of human reality.” In my 
definition, it is argued that transcendental experience is a result of spiritual or 
religious practices. Spirituality needs nourishment through prayer and other spiritual 
practices (Nandram & Borden, 2010). Spiritual practices include any activity that one 
does consistently to realize closeness to the Higher Power, such as prayer. 
Additionally, of equal importance is the external side of spirituality. Finally, the 
ultimate goals of spirituality are seeking the meaning of life and to integrate one’s 
life with the Higher Power. The meaning of life can be generally described as “that
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which makes one’s life important, coherent, and worthwhile” (Markow & Klenke, 
2005, p. 11).
3.2.2 Religiosity and Spirituality
As discussed in Section 3.2.1, spirituality is a term that is hard to define. Another 
issue related to this difficulty is that there are disagreements about what is meant by 
spirituality and religiosity. Particularly in academic literature, definitions of the terms 
spirituality and religiousness or religiosity show their commonalities as well as the 
distinction between them. In this Section, religiosity and religiousness are used 
interchangeably to refer to the same meaning.
Along the lines of the elevated interest in spirituality (Oswick, 2009), a tension 
appears to have risen between the constructs of religiousness and spirituality 
(Giacalone & Jurkiewicz, 2010; Hill et al., 2000; Zinnbauer & Pargament, 2005). 
There are disagreements among practitioners and scholars about what is meant by 
such terms as religion or religiosity and spirituality. Both spirituality and religion are 
complex phenomena, multidimensional in nature, and any single definition is likely 
to reflect a limited perspective (Hill et al., 2000; Zinnbauer & Pargament, 2005).
Spirituality has historically been referenced in the context of religion with hard 
distinctions between religion and spirituality being a relatively recent phenomenon 
(King et al., 2009). As discussed in Zinnbauer et al., (1997) spirituality was not 
distinguished from religiousness until the rise of secularism in the 20^  ^ century. 
However, many individuals including researchers appear to see little difference 
between religiousness and spirituality and, given the complexity of both constructs, 
the possibility for considerable overlap frequently exists (Hill et al., 2000; Reave,
2005). Furthermore, Worthington and Sandage (2002) contend that for individuals of 
many cultures and faiths, religion and spirituality will be closely connected.
As in the definition of spirituality, religiosity means different things to different 
people. To some, religiousness means attendance at places of worship, to others it 
meant acts of altruism, and to others still it means performing religious rituals. A
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review by King (2008) offers a consistent but more direct definition of religion: it is 
the behavioural, social, doctrinal, and denominational characteristics of seeking a 
relationship with the Divine that are associated with group adherence. Religion refers 
to both affiliation and religiosity, which is the degree to which an individual 
“practices” a religion or the strength of her or his connection to or conviction for the 
beliefs, practice, or precepts of a religion (King, 2008). In line with this. Hill et al. 
(2000) contend that religion also includes thinking, experiencing, feeling, and 
behaving, or what is often referred to as “religiosity.”
Whilst spirituality has become differentiated from religion (and religiousness), more 
recently, religion has come to be seen as focused on group affiliation (e.g., 
Christianity, Islam, Judaism). Furthermore, spirituality has taken with it some of the 
elements formerly included within religion and therefore, recent definitions of 
religion have become narrower and less inclusive (Zinnbauer et al., 1999). Whereas 
religion historically was a “broad-hand construct” that includes both individual and 
institutional elements, it is now seen as a “narrow-hand construct” that has much 
more to do with the institutional alone (Zinnbauer et al., 1999). Lips-Wiersma (2003) 
stated that religion is often defined as a series of prescribed practices and rituals, 
whereas spirituality is often defined in terms of specific values, actions or feelings. 
Spirituality is viewed as more generic concept that may encompass more than one 
religious approach (Hill & Pargament, 2008; Reave, 2005).
Zinnbauer and Pargament (2005) argue that in its most extreme form, the terms 
religion and spirituality are defined in a rigidly dualistic framework. The most 
offensive examples are “those that place a substantive, static, institutional, objective, 
belief-based, ‘bad’ religiousness in opposition to a functional, dynamic, personal, 
subjective, experience-based, ‘good’ spirituality” (Zinnbauer & Pargament, 2005, p. 
24). The majority of respondents in Mitroff s (2003) study differentiated sharply 
between “bad” religion and “good” spirituality. Religion is seen as dividing people 
through dogma and is perceived as intolerant, closed-minded, and excluding all those 
who do not believe in a particular point of view. Spirituality, on the other hand, is 
perceived as tolerant, open-minded, and potentially including everyone.
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Zinnbauer and Pargament (2005) argue that there are three critical terms that 
frequently appear in the definitions of religiousness and spirituality. The first term is 
significance, the experience of caring, attraction, or attachment. This term also refers 
to a particular set of valued, meaningful, or ultimate concerns (may be psychological, 
social, physical, material, or concerns related to the divine). The second term is 
search, the pursuit of any goals that people hold to be of significance. Both 
spirituality and religion involve a search process (Hill et al., 2000). Finally, the 
sacred, the concepts which includes God, the divine, and the transcendent, as well as 
any aspect of life that takes on extraordinary character by virtue of its association 
with such concepts (Pargament, 1999). Hill et al. (2000) contend that the sacred is 
what distinguishes religion and spirituality from other phenomena. They argue that 
the conceptualization of spirituality or religiosity always involves the search for the 
sacred, either if it is God, a Higher Power or other forms of the divine character. In 
this way, spirituality or religiousness is understood as a way of living or behaving.
Furthermore, Zinnbauer and Pargament (2005) add four other common features to 
the definitions of religiousness and spirituality. First, both religiousness and 
spirituality can be pursued by individuals and groups. Second, it is the religious or 
spiritual adherents’ perspective that is privileged when determining whether a given 
search for significance is sacred or secular. The paths they take or the goals they seek 
are related to what religious and spiritual adherents perceive as sacred (Zinnbauer & 
Pargament, 2005). Third, neither religiousness nor spirituality is inherently good or 
bad, effective or ineffective. Finally, religiousness and spirituality may involve both 
unique and universal phenomenon. These phenomena may include local truths, such 
as particular aspects of sacred belief or worship among identified cultural groups, or 
single unique experiences of the sacred (Zinnbauer & Pargament, 2005). These 
features inform my choice to conceptualize spirituality and religiosity as two 
inherently intertwined phenomena and to articulate spirituality as a part of religiosity, 
which I will discuss later in Section 3.4.
44
Whilst there is a tendency to polarize spirituality and religiosity as two independent 
constructs, it is argued that this division is not necessary and reduces the meaning of 
both constructs. Zinnbauer et al. (1999) and Ziimbauer and Pargament (2005) argue 
that the polarization of substantive static religion and functional dynamic spirituality 
will narrow the meaning of both constructs. Solely substantive definitions of 
religiousness reduce the construct to rigid entities that do not address the way 
religion works and evolves in the life of an individual (Zinnbauer et al., 1999; 
Zinnbauer & Pargament, 2005). The polarization of religion and spirituality into 
institutional and individual domains ignores the fact that all forms of spiritual 
expression unfold in a social context and that almost all organized faith traditions are 
concerned with personal belief, emotion, behaviour, and experiences (Hill & 
Pargament, 2008; Zinnbauer & Pargament, 2005).
Zinnbauer and Pargament (2005) argue further that it is not adequate to make a 
distinction between cognitive religion and emotional spirituality. Presumably, a 
religious adherent will not be attracted to her or his faith only through an idea, 
concept, or belief. On the other side, it is also difficult to imagine a spiritual person 
whose devotion lacks beliefs or cognitive activity. Thoughts and feelings occur 
together and influence one another (Zinnbauer & Pargament, 2005). Related to this 
argument. Hill et al. (2000) added that the division also poses the danger of losing 
the sacred. Characterizing religiousness and spirituality as incompatible opposites 
and rejecting conventional expression of faith and worship, contradicts the 
experiences of many who appear to integrate both constructs into their lives (Hill et 
al., 2000). Hill and Pargament (2008) argue that most people experience spirituality 
within an organized religious context and fail to see the distinction between these 
phenomena.
Mohamed et al. (2004) argue that the distinction between spirituality and religiosity 
is artificial and unnecessary for several reasons. First, all of the world's major 
religions involve a spiritual dimension. These religions promote a belief in a Higher 
Power and a specific ultimate meaning and purpose for life, elements that, as argued 
previously, many consider as central to spirituality. Even the religious services which
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some regard as ritualistic involve spiritual activities such as prayer and meditation. 
Second, in terms of “institutional/group” religion and “individual/personal” 
spirituality distinction, many religious practices such as fasting are private and 
personal while many spiritual activities such as yoga and meditation are performed in 
groups. Third, evaluating religion as negative and spirituality as positive is a product 
of very broad generalizations. Finally, as Cash and Gray (2000) argue, it may be too 
difficult for executives to legally differentiate between what is religious and what is 
spiritual.
Based on the findings of their study, Zinnbauer et al. (1997) confirm the necessity for 
researchers to recognize the many meanings attributed to religiousness and 
spirituality by different religious groups, and the different ways in which these 
groups consider themselves religious and/or spiritual. Whether one considers oneself 
religious or spiritual depends upon the meaning and relevance of these terms to 
members of a given religious group. Consequently, to measure religiousness and 
spirituality accurately, researchers need to consider the world views of the 
individuals or groups studied (Zinnbauer et al., 1997).
In a similar vein, Tracey’s review (2012) on some of the key literature in the 
sociology of religion and religious organizations concluded that the 
conceptualization of religion or religiosity and spirituality, and whether these two 
concepts are different or not, was affected by different national settings or culture. 
Hicks (2003, p. 47) argue that “spirituality and religion at work have widely 
disparate meanings for different people.” This study adopts these views, given the 
individuals concerned are from a specific cultural group (i.e., Muslim), the Islamic 
worldview is referred to during data collection and analysis to understand the internal 
view of these individuals toward spirituality.
Admittedly, there is the popular shift toward a more narrow view of religiousness 
(Zinnbauer & Pargament, 2005). However, on the grounds of the notion that all of 
the world's major religions, including Islam, involve a spiritual dimension in their 
teachings, this research applies the first perspective in Table 3.2, that spirituality and
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religiosity are two closely related constructs and the distinction between two 
constructs is unnecessary. There are some advantages and disadvantages of this 
conceptualization. This choice may reflect a more realistic view of spirituality and 
religiosity in many social and cultural contexts, particularly where religion still play 
an important role in the society. For individuals of many cultures and faiths, religion 
and spirituality will be closely connected (Worthington & Sandage, 2002). As 
articulated by Mohamed et al. (2004), all of the world’s major religions involve a 
spiritual dimension.
Furthermore, conceptualizing spirituality and religion as two related constructs could 
avoid the tendency to simply categorize both constructs as “bad” religion and “good” 
spirituality. As argued previously, evaluating religion as negative and spirituality as 
positive is a product of very broad generalizations (Mohamed, et al., 2004).
On the other side, the choice to view spirituality and religiosity as closely related 
constructs has several disadvantages. This perspective may look as more 
controversial (Bowen et al., 2010), particularly for those individuals, including 
researchers, who viewed religion as “organized, close-minded, and intolerant” 
(Mitroff & Denton, 1999a). In addition, this conceptualization is more applicable in a 
secular context o study. In words, it is less relevant if the study, such as this current 
study, is conducted in social and cultural contexts that acknowledge the important 
position of the religion in many aspects of life.
Between the positive and negative aspects of conceptualizing spirituality and religion 
either as closely related or separate constructs, there is a need for researchers to 
recognize different meanings attributed to these construct by different religious 
group and to consider the world views of the individuals or groups studied 
(Zinnbauer et al., 1997). To put it in other words, it is useful to look at these 
constructs as an aspect of one cultural dynamic. In addition, for management and 
organizational researcher working at the intersection of religion and organization to 
look at the relationship between religion and the social context in which religious 
beliefs and practices take place (Tracey, 2012).
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Table 3.2
Different perspectives on religiosity and spirituality in the workplace
Perspectives Proponents Features
Spirituality an d  
re lig iosity  are closely  
re la ted  constructs an d  
the distinction between  
tw o constructs is 
unnecessary
e.g. Hill et al.
(2000); Krieger 
& Seng (2005); 
Mohamed et al.
(2004)
- all of the world's major religions involve a 
spiritual dimension
- the religious services which some consider 
ritualistic involve spiritual activities as 
prayer and meditation
- religious practices could be either private 
and personal or performed in groups
- evaluating religion as negative and 
spirituality as positive is a product of very 
broad generalizations
Spirituality an d  
relig iosity  are two  
distinct constructs; 
spirituality  shou ld  be 
seen as separa te  fro m  
any religious context
e.g., Ashmos & 
Duchon (2000); 
Dehler & Welsh 
(1994); Geh & 
Tan (2009); 
Mitroff (2003)
- positive views of spirituality and negative 
views of religion/religiosity
- one can be spiritual but not religious
- religions tend to serve to divide people 
from one another
- formal religion does impose distinctions, 
especially in the workplace
- spirituality is highly individual and 
intensely personal; religion is institutional 
and is a group phenomena
- spirituality is not formal or organized; 
religion is formal and highly organized
- religion is perceived as intolerant, closed- 
minded, and exclusive; spirituality is 
perceived as tolerant, open-minded, and 
broadly inclusive
- substantive static religion and functional 
dynamic spirituality
R elig iosity  an d  
spirituality  represent 
re la ted  rather than 
independent constructs
- Spirituality is a 
broader construct 
than religiosity
Religiosity is a 
broader construct 
than spirituality
e.g., ; Berry 
(2005); 
Zinnbauer
(2005)
e.g., Pargament
(2005)
- spirituality is a personal or group search for 
the sacred; religiousness is a personal or 
group search for the sacred that unfolds 
within a “traditional sacred context”
- religiousness and spirituality are both 
embedded within context
- spirituality is a search for the sacred; 
religiousness is a search for significance in 
ways related to the sacred
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The Islamic concept of spirituality views it as an essential part of religion. In Islamic 
teachings, spirituality is an integral part of daily life (Toor, 2008; Yildirim, 2006) 
and only through spirituality does life finds its essence and meaning (Yildirim,
2006). Islam rejects the asceticism of life and proposes a set of methods and 
processes for spiritual development of human beings not outside this world but inside 
it (Al-Mawdudi, n.d.). Consequently, for the purpose of this research, spirituality is 
articulated as a part of religion or examined in the context of religion. Zinnbauer et 
al. (1999) argue that religiousness addresses a wider range of goals, needs, and 
values than spirituality-the material as well as the immaterial, the basic as well as 
the elevated, and the secular as well as the sacred.
3.3. Workplace Spirituality
Some changes in modem workplaces and organizations have encouraged the 
integration of spirituality into them. Many scholars agree that workplace spirituality 
has been an important trend in business in the twenty-first century (e.g., Benefiel, 
2006; Casioppe, 2000a & 2000b; Dent et al., 2005; Fry, 2003; Giacalone & 
Jurkiewicz, 2010; Jurkiewicz & Giacalone, 2004; Klenke, 2003; Marques et al., 
2005; Milliman et al., 2003; Mitroff & Denton, 1999a, 1999b; Mitroff, 2003; Singhal 
& Chattel]ee, 2006; Wagner-Marsh & Conley, 1999). Ashar and Lane-Maher (2004) 
point out that there is a need to adopt a holistic approach to managing organizations, 
particularly to integrate spirituality to the workplace. Furthermore, spirituality in 
leadership cannot be understood apart from the more general issue of spirituality in 
the workplace because spirituality plays an increasingly important part in the 
workplace (Dent et al., 2005).
In their review of workplace spirituality research. Dent et al. (2005) observe the 
growing attention toward workplace spirituality and the theory development of 
workplace spirituality, especially its relationship to leadership. Casioppe (2000a, 
2000b) argues that successful leaders and organizations of the twenty-first century 
will be those who understand, promote and help create spirituality at work. They are 
leaders who feel comfortable with their own spirituality and will know how to 
nurture spiritual development in others (Casioppe, 2000a & 2000b).
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Based on her review of empirical studies on spirituality at work, Benefiel (2006) 
points out that workplace spirituality is necessary in organizations to promote ethical 
behaviour, to improve job satisfaction and commitment, and to create productivity 
and competitive advantage. Milliman et al. (2003) confirm the potential positive 
outcomes of workplace spirituality. Their study provides empirical support for the 
relationships between workplace spirituality and five employee attitudes: 
organizational commitment, an individual’s intention to quit, intrinsic work 
satisfaction, job involvement, and organization-based self-esteem.
The recognition of spirituality in the workplace means seeing the workplace as 
populated by people who have both a mind and a spirit and believing that the 
development of the spirit is as important as the development of the mind (Ashmos & 
Duchon, 2000; Garcia-Zamor, 2003). Workers are therefore considered as spiritual 
beings whose soul needs to be nurtured.
Sanders et al. (2004) define spirituality in the workplace as the extent to which 
organizations encourage a sense of meaning and interconnectedness among their 
employees. Ashmos and Duchon (2000, p. 137) define workplace spirituality as “the 
recognition that employees have an inner life that nourishes and is nourished by 
meaningful work that takes place in the context of community.” Workplace 
spirituality involves the effort to find one’s ultimate purpose in life, to develop a 
strong connection to co-workers and other people associated with work, and to have 
consistency between one’s core beliefs and their organizational values (Mitroff & 
Denton, 1999a, 1999b). These definitions show three components of workplace 
spirituality: inner life, meaningful work, and community. In line with this, although 
researchers have noted that there are several definitions of workplace spirituality, 
Pawar (2009) observes that employee experiences of meaningful work, community 
and transcendence were included in various definitions. Giacalone and Jurkiewicz 
(2010, p. 13) also emphasize the “transcendence” component, by defining workplace 
spirituality as “aspects of the workplace, either in the individual, the group, or the 
organization, that promote individual feelings of satisfaction through transcendence.”
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While there is no consensus among workplace spirituality researchers, from their 
review of literature, Pandey and Gupta (2008) and Sheep (2006) propose a 
conceptual convergence in workplace spirituality literature (see Table 3.3). Pandey 
and Gupta (2008) contend that spirituality is a dynamic balance of factors. Consistent 
with my working definition of spirituality in Section 3.2.1, I will refer to the first 
three common dimensions of workplace spirituality in Table 3.3: meaning, 
connectedness and transcendence. As presented in Pandey and Gupta’s (2008) 
review, I did not explicitly include the personal development of one’s inner self at 
work since it is assumed that this factor is reflected in the other three dimensions. 
This stance guides the data gathering process when asking the participants about 
their perception of spirituality at work.
Table 3.3
Common dimensions of workplace spirituality
Dimensions Pandey & Gupta (2009) Sheep (2006)
Meaning harm ony with s e lf  
[meaning and purpose in work; 
development of one’s full 
potential in the workplace]
m eaning in w ork
[a holistic approach to the meaning 
of work and self: it is directed 
toward the meaning with which one 
imbues the work itself rather than 
the work environment]
Community;
connectedness
harm ony in socia l an d  natural 
environm ent
[sense of community; workplace 
integration; connectedness]
se lf-w orkp lace  integration  
[a holistic approach to worlqplace 
and self: a personal desire to bring 
one’s whole being into the 
worlq)lace]
Transcendence transcendence
[heightened spiritual states of 
consciousness as the results of 
spiritual practice; connection to 
something greater than oneself].
transcendence o f  s e lf  
[rising above self to become part of 
an interconnected whole: a 
connection to something greater 
than oneself]
Personal
development
n.a. grow th /developm ent o f  one's inner 
s e l f  a t w ork
[linked to the other three 
dimensions of workplace 
spirituality]
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Benefiel (2005) argues that because spirituality at work plays an important role in 
different types of organizations, organizational science can no longer avoid 
analyzing, understanding, and treating organizations as spiritual entities. On the other 
side, in order to be seen as a legitimate discipline in the field of organizational 
science, the study of workplace spirituality needs to demonstrate positive effects 
(Giacalone & Jurkiewicz, 2003; Giacalone et al., 2005). Kinjerski and Skrypnek’s
(2006) review on some research confirmed that empirical evidence demonstrating a 
relationship between workplace spirituality and positive individual and 
organizational outcomes is beginning to emerge. The development of spirituality in 
the workplace is believed to be linked with increased morale (Emmons et al., 1998; 
Leigh, 1997; Milliman & Ferguson, 2008), good moral habits (Cavanagh & 
Bandsuch, 2002), increased honesty and trust in the organization and enhanced sense 
of personal fulfilment of employees (Krishnakumar & Neck, 2002), positive 
employee attitudes and increased job commitment (Milliman et al., 1999; Fry, 2003; 
Fry & Slocum, 2008; Fry et al., 2011), enhanced organizational performance (Ashar 
& Lane-Maher, 2004; Duchon & Plowman, 2005; Garcia-Zamor, 2003; Milliman et 
al., 1999; Fry, 2003; Fry & Slocum, 2008; Fry et al., 2011; Tischler et al., 2002), 
improved productivity (Garcia-Zamor, 2003; Fry, 2003; Klenke, 2003; Milliman & 
Ferguson, 2008) and reduced absenteeism and turnover (Fry, 2003).
Workplace spirituality is an important research area because it has a “potentially 
strong relevance to the well-being of individuals, organizations, and societies” 
(Sheep, 2006, p. 357) and it may generate a new development in the organizational 
science (Giacalone & Jurkiewicz, 2003; Pawar, 2009). However, even though 
interest in workplace spirituality is growing at an accelerating rate, “little substantive 
data exists to support any of the contentions made about or reasons given to explain 
the phenomenon” (Geh & Tan, 2009, p. 288). Therefore, there is a need to conduct 
more empirical research in this area.
3.4. Religious Spirituality
As discussed in Section 3.2.2, some authors make a clear distinction between the 
concept of spirituality and religion and contend that spirituality should be seen as
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separate form any religious context (e.g., Ashmos & Duchon, 2000; Dehler & Welsh, 
1994; Fry, 2003; Mitroff, 2003). On the other side, several authors see spirituality in 
a religious context or contend that there are no significant differences between 
religion and spirituality (e.g., Ali & Gibbs, 1998; Hassan, 2001; Kriger & Seng, 
2005; Quatro, 2004; Zinnbauer et al., 1999).
Spilka’s (cited in Hill et al., 2000) review of the literature led him to conclude that 
most contemporary understandings of spirituality fall into one of three categories: 1) 
a God-oriented spirituality where thought and practice are premised in theologies, 
either broadly or narrowly conceived; 2) a world-oriented spirituality stressing one’s 
relationship with ecology or nature; or 3) a humanistic (or people-oriented) 
spirituality stressing human achievement or potential. It is argued that Spilka’s first 
category implicitly refers to religious spirituality, as in this category one’s thought 
and practice are influenced by a particular religious world view. In line with this 
categorization, in a meta-analysis of workplace spirituality literature. Dent et al. 
(2005) argue that theory development in spirituality and leadership research should 
recognize that any form of spirituality also includes practices and beliefs (i.e., a 
religion) and that the accompanying beliefs are important elements of how 
someone’s spirituality is manifest in her or his leadership.
The above call from Dent et al. (2005) is further accentuated by Kriger and Seng
(2005) who claim that 85.9% of the world’s population believe in or follow a 
religious or spiritual tradition. They argue that if we assume that a similar ratio of 
religious believers to nonbelievers exists for employees in organizations, then we 
have grounds to believe that the topic of spiritual leadership is far more salient to 
organizational leadership research than is currently understood and acknowledged by 
organizational researchers. Based on the above facts of religious affiliation of 
world’s population, Krieger and Seng (2005) propose that it is highly likely that 
those who exercise leadership roles in organizations, and who believe in spiritual or 
religious belief systems, will have their leadership behaviour shaped by the 
underlying values and attitudes of their religion or worldview. They stated that this is 
clearly an area for possible future empirical research.
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Furthermore, in line with the above argument, based on his investigation on several 
United States’ political leaders, Hicks (2009) concluded that they practice their 
leadership by acknowledge the historic role of religious values and tradition (i.e. 
Christianity) in American society, regardless of their religious identity or affiliation. 
In American context, Hicks (2009, p. 117) said further that the leaders “noted 
contemporary America’s significant religious diversity and the need to think 
increasingly broadly about mutual respect.
Gibbons (1999) suggests a threefold typology of spirituality. The first type of 
spirituality is re lig io u s  sp ir itu a lity , which is accepted as real in the major religions of 
the world. Its beliefs are theistic and its practices are demonstrated in ritual and 
ceremony both within the ‘sacred space’, be it church, synagogue, mosque or temple, 
and also in everyday activities. This is similar to Spilkas’s type of God-oriented 
spirituality, in that they are both theistic. The second type is s e c u la r  sp ir itu a lity ,  
which includes earth-centred, nature-centred and humanistic spiritualities. Its beliefs 
may be pantheistic or atheistic, and its practices include social and environmental 
activism. The last type is m y s tic a l s p ir itu a lity ,  which can be seen within Christianity, 
Judaism and Islam, and is present in the Eastern traditions. Its beliefs are theistic and 
its practices, like those of religious spirituality, can take place in a dedicated sacred 
space or in everyday circumstances. Within this category. Gibbons differentiated 
religious spirituality from mystical spirituality, although they also have similarity in 
terms of their theistic and sacred natures. However, it is argued, apparently that, we 
can find a mystical dimension in the world’s major religions. Thus, it will be more 
appropriate to essentially classify spirituality into re lig io u s  s p ir itu a lity  and s e c u la r  or 
n o n -re lig io u s  sp ir itu a lity ,  as also suggested to by Cavanagh and Bandsuch (2002).
Zinnbauer et al. (1999) contend that our understanding of religiousness and 
spirituality will be limited if we try to separate the two constructs. They argue that 
almost every major religious institution is concerned with spiritual matters. In 
addition, the principal objective of religious organizations is to bring individuals 
closer to God (Carroll et al., in Zinnbauer et al., 1999) or to whatever is defined as
54
the transcendent or the divine. Bell and Taylor (2001) argue that spirituality cannot 
be defined without reference to religion. They (2001, p. A2) said further that “By 
focusing on the ‘spirit’, we acknowledge it as a sacred power that can be arrived at 
only through the employment of rituals and languages drawn from religions.”
The findings of Zinnbauer et al.’s study (1997) showed that the various phenomena 
associated with spirituality are essential parts of religion. Spirituality is the core 
function of religious life (Zinnbauer & Pargament, 2005) and religion is the 
appropriate context for spirituality (Schneiders, 2003). Husain (n.d.) argues that in its 
relationship with religious tradition, spirituality is the fundamental part of Buddhism, 
Christianity, Hinduism, Islam, Judaism and all other religions and one of the most 
important sources of strength and direction in people’s lives. Therefore, as discussed 
in Section 3.2.2, for the purpose of this research, spirituality is articulated as a part of 
religion.
Quatro (2004) suggests that the dominant view which set apart contemporary 
organizational spirituality from traditional organized religions and classical 
management theory should be replaced by an integrative view which has room for 
the relationship between these concepts. He (Quatro, 2004) argues that an 
organization that embraces the contemporary organizational spirituality movement 
apart from the traditional religions runs the risk of marginalizing the spiritual 
experiences and heritage of almost three quarters of its workforce. Furthermore, as 
discussed in Section 3.2.2, on the one hand, much of spirituality and work research 
reflects a spiritual but not religious approach (Hicks, 2002). On the other hand, 
within particular contexts, the religious approach to spirituality could be relevant 
because it is argued that among many of traditional religious adherents, religious 
teachings have positive impact on their spirituality (Krieger & Seng, 2005; Quatro, 
2004). For example, Krieger and Seng (2005) and Toor (2008) found that many of 
the characteristics of spirituality in the workplace—the building of the community, 
concern for social justice within the organization and its vision, and equality of 
voice—are basic themes of Islam.
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It is argued that spirituality cannot be separated from religion; spirituality is a part of 
religious practices. Harvey (2001) opposes the religion-spirituality dichotomy and 
criticizes those who see religion as divisive and who do not see that religion may 
possibly play a positive role in the workplace. He (2001) further observes that the 
literature on spirituality and leadership tends to avoid reference to specific or 
particular religious concepts and prefers terms that are apparently more acceptable, 
such as “ spirit” and “ community.” Hicks (2002) also argue that scholars of 
spirituality and leadership work within an intellectual context that assumes, explicitly 
or implicitly, that public spheres like the workplace are secular. As a result, he said 
further, most leadership theories have not attended to the role of religion or 
spirituality in workplace institutions. This secular perspective is not in compliance 
with the widely held standpoint in each of the world’s major religions, which do not 
separate daily life from spiritual life. In mainstream Islam, for example, religiosity 
and spirituality should be exercise in every aspect of one’s life. According to an 
Islamic perspective, one can attain her or his spirituality by living everyday life, 
through his daily activities, and by performing routine tasks while establishing a 
discipline that Allah (God) asks for (Bouma et al., 2003; Toor, 2008).
Based on the above descriptions, the meaning of the spiritual dimension of “spiritual 
leadership” can be derived from different viewpoints, depending on the focus of the 
research. Spirituality has many different definitions, which imply that one can reach 
his or her spirituality by different ways or paths, whether it is related to a particular 
religion or not (King, 1996). Alternatively, one of the functions of a religious belief 
system or worldview is that it provides an ultimate vision of what people should be 
striving for in their lives and the strategies to reach those ends (Emmons et al., 1998). 
Therefore, the adoption of a “religious spirituality” conception in workplace 
spirituality and spiritual leadership research can be regarded as an applicable choice. 
Hence, for the purpose of this current research, the spirituality dimension of spiritual 
leadership is conceptualized as religious spirituality. In this respect, religion is the 
comprehensive, integrated, way of life. The authentic religious adherents are those 
who practice formal and ritual aspects of their religion and at the same time have
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high spiritual internalization over the essential core of those rituals and practice, and 
in turn will apply them in every aspect of their daily life.
The religious spirituality approach is particularly relevant if the research will be 
carried out in social or cultural settings in which their members assume that there is 
no significant difference between religion or religiosity and spirituality. Harvey
(2001) said that there is minimal research on spirituality in organizations which 
specifically applies religious spirituality. He said further that literature on spirituality 
and leadership tends to avoid reference to specific or particular religious concepts.
Dent et al. (2005) argue that the integration of religion and spirituality offers 
researchers provocative new vistas in developing leadership theory, particularly as it 
relates to mutual causality of leaders’ values, beliefs systems, and their 
organizational policies and practices. Furthermore, there are many adherents of 
religions across the world who did not detach their spirituality or spiritual practice 
fi*om their religious teachings. The majority of world’s population (85.9%) are 
members and/or practitioners of particular major religions (Kriger & Seng, 2005). 
Their attitudes and behaviours, including in the workplace, are based on their 
religious values and principles. As adherents of religions acting as leaders, their 
leadership attitudes and behaviours should be related to the same principles. 
Similarly, Tracey (2012) argues that religious values may affect individual values, 
attitudes, or behaviour in organizations including leadership. However, he said 
further, this issue needs more investigations since it has the potential to shed light on 
leadership as one of the key issues in management.
At the same time, as Kriger and Seng (2005) have said, the role played by these 
religions concerning how individuals can deepen the practice of leadership in 
organizations is an under-discussed and under-researched topic. Dent et al. (2005, 
p.642) argued that “Little or no research has been conducted about the spiritual or 
religious beliefs leaders may hold and how those beliefs may impact leader’s action.” 
For this reason, this current research looks at spiritual leadership through the concept
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of religious spirituality. In line with this perspective, Krieger and Seng (2005, p. 801) 
clearly stated,
“When we contemplate leadership through the paradigms of the religious 
traditions of Judaism, Christianity, Islam, Buddhism and Hinduism, there 
are a number of ways in which leadership with inner meaning has overall 
relevance for the further development of organizational leadership theories 
in the 21®^ century.”
3.5. Summary
Research has confirmed the relevance of spirituality in organizations. Empirical 
evidence indicating a relationship between workplace spirituality and positive 
individual and organizational outcomes is beginning to emerge. Arguments made by 
several authors and analysis of components of spirituality suggest the contribution of 
spirituality in organizational success. However, there are several important issues 
that arise from this review of literature.
Firstly, the nature of spirituality as a subjective and multidimensional construct 
results in difficulty in defining spirituality. To resolve this issue, I choose a working 
definition of spirituality that highlights spirituality as intrapersonal, interpersonal and 
person-situation experiences.
Secondly, there are disagreements about what is meant by spirituality and religiosity. 
Whilst there is a tendency to polarize spirituality and religiosity as two independent 
constructs, it is argued that this division is not necessary and reduces the meaning of 
both constructs. For this reason, this research applies Hill et al.’s (2000) standpoint 
that spirituality and religiosity are two inherently intertwined phenomena. 
Spirituality is articulated as a part of religiousity.
For many people, religion is a primary source of values. As adherents of religions 
acting as leaders, their leadership attitudes and behaviours should be related to the 
same principles. Accordingly, this is what religious spirituality implies. This is 
clearly an area for possible future empirical research. Hence, for the purpose of this
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study, the spirituality dimension of spiritual leadership is conceptualized as religious 
spirituality.
Finally, there is minimal research on spirituality in organizations which specifically 
applies religious spirituality. Little or no research has been conducted about the 
spiritual or religious beliefs leaders may hold and how those beliefs may impact on 
their actions. Hence, there is a need to conduct research on spirituality and leadership 
within religious spirituality perspective.
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Chapter 4 
Spiritual Leadership in Work Organizations
4.1. Introduction
As discussed in Chapter 3, some scholars (e.g., Parry & Bryman, 2006; Senjaya et 
al., 2008) argue that conditions of crisis and stressful uncertainty in modem 
organizations facilitate the emergence of values-based leadership, such as servant 
leadership, authentic leadership, and spiritual leadership. There is also a need to 
promote spirituality in the workplace and this is the role of organizational leaders. 
Spiritual leadership can be viewed as a field within the broader context of workplace 
spirituality (Fry, 2008). Furthermore, along the lines with increasing attention toward 
workplace spirituality, the role of leaders in nurturing workplace spirituality is 
beginning to emerge (Duchon & Plowman, 2005; Fry, 2008; Fry et al., 2011).
Pawar (2008) argues that workplace spirituality research is still at a formative stage. 
Fry (2008, p. 108) said that “as the interest in workplace spirituality grows, more 
research should be directed to understanding spirituality at work and its relation to 
leadership.” The emergence of spiritual leadership theory is a part of contemporary 
theory development in organizational leadership study. As an important component 
of effective leadership (Fry, 2003; Fry et al., 2011; Kouzes & Posner, 2003), the 
integration of spirituality into leadership could cause significant cultural and 
organizational change (Klenke, 2003). The movement towards integration of 
spirituality in organizations is currently a prominent issue in both the scientific and 
popular or practitioner literature.
Some scholars argue that successful leaders of the future will be spiritual leaders who 
put emphasis on the spiritual dimension as a key to effective leadership in 
organizations (e.g., Burke, 2006; Fairholm, 1996, 2011; Fry, 2003, 2008; Korac- 
Kakabadse et al., 2002; Kouzes & Posner, 2003; Pmzan, 2008; Reave, 2005). In line 
with this observation, some theories of spiritual leadership begin to emerge.
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The first section of this review discusses spiritual leadership theories, with progress 
and research related to these theories. Following this, the most prominent theory of 
spiritual leadership to date, i.e.. Fry’s Spiritual Leadership Theory, will be 
elaborated. The next section looks at the emergence of spiritual leadership in 
Indonesia, particularly in business organizations. Finally, a summary identifies some 
literature gaps as a base to carry out research about spiritual leadership.
4.2. Spiritual Leadership Theories
Spirituality is a key of effective leadership in organizations and leaders who base 
their leadership practices on spiritual values have proved to be capable of 
encouraging their followers to show high individual performance which in turn will 
have positive effect to organizational performance (e.g. Burke, 2006; Fairholm, 
1996; Fry, 2003, 2008; Korac-Kakabadse et al., 2002; Ngunjiri, 2010; Pmzan, 2008; 
Reave, 2005). Sanders et al. (2003) argue that in order to tmly understand the notion 
of leadership, we must focus on the internal development of the leader; and that a 
core component of internal development is spirituality.
The research on workplace spirituality also now includes a focus on spiritual 
leadership (Avolio et al., 2009). The study of spirituality in context of leadership is 
an emerging field and needs to be developed (Avolio et al., 2009; Wharff, 2004). As 
discussed in Section 2.5, there is an obvious need for a new type of leadership: 
spiritual leadership (Fairholm, 1997; Fry, 2003, 2005, 2008). Spiritual leadership 
theory has emerged within the “new” leadership approach which is underpinned by a 
depiction of a leader as someone who defines organizational reality through the 
articulation of vision, which is a reflection of how he/she defines an organization’s 
mission and the values that will support it (Parry & Bryman, 2006). This approach 
gives greater emphasis on emotional, moral and subjective values (Crossman, 2010). 
This new leadership is the understanding that people need to find the meaning of life 
through their work (Fairholm, 2011).
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Along the lines of the increased attention toward workplace spirituality, Fairholm 
(2011) observes that more organizations are developing leaders who lead from 
spiritual values. Casioppe (2000a) argues that successful corporate leaders of the 
twenty-first century will be spiritual leaders. He says further that these leaders will 
be comfortable with their own spirituality, and they will know how to nurture 
spiritual development in others.
The spiritual dimension of the leader is the root of effective leadership (Klenke, 
2003; Milliman & Ferguson, 2008; Reave, 2005; Rego et al., 2008; Sanders et al., 
2003; Strack & Fottler, 2002). Leaders play a central role in integrating spirituality at 
work and instilling a sense of spiritual realm at the individual, team, and 
organizational level (Cacioppe, 2000b). Fairholm (2011) contends that spirituality 
made manifest is the essence of leadership and it is a source guide for personal 
values and meaning, a way of understanding self and the world and is a means of 
personal and group integration.
The important role of spiritual leaders in organizations is also emphasized by Fry and 
Cohen (2009) and Ferguson and Milliman (2008). Fry and Cohen (2009) argue that 
when organizational members have to deal with problems of external adaptation and 
internal integration, they typically will go to their leaders as the source of beliefs and 
values. Ferguson and Milliman (2008) believe that leadership based on spiritual 
principles is an important key to effective organizational values programmes because 
a true philosophical commitment is needed to articulate meaningful values, live one’s 
values, and be committed to involving employees in value formation and practice. 
They (2009) contend that spiritual leadership provides the essential foundation for 
setting and articulating effective core organizational values.
Leaders who exercise their leadership skills based on spiritual values and fostering 
spirit at work in their organizations are spiritual leaders. In the various frameworks 
of spiritual leadership, good leaders are those people who are able to unite an 
organization around spiritual values (Hicks, 2002). Spiritual leaders build shared 
values, set a common vision, create shared meaning, enable growth and
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transformation, help followers to feel powerfiil and influential, follow intuition to 
produce real change that matters, commit to service and servant leadership, and 
transform themselves, others, and their organizations (Korac-Kakabadse et al., 2002). 
Giacalone et al. (2005) added that spiritual leaders influence others through vision, 
values, and loving relationships rather than through fear, power, and control. These 
types of leaders are practising spiritual leadership.
As discussed in Benefiel (2005), spiritual leadership forms the backbone of the 
spiritual organization. Pruzan’s (2008) review of spiritual leadership research clearly 
demonstrates a synergetic relationship between spirituality and leadership. A study 
by Hopkins et al. (2004) found significant causal relationships between leadership 
and spirituality in the workplace and between leadership and organizational 
commitment. Spiritual leadership has been proven to be positively related with 
worker satisfaction and motivation, productivity, sustainability, and corporate 
reputation, which in turn have all been linked to increases in the bottom line of 
profits (Reave, 2005). Spiritual leadership is also one way for satisfying the search 
for meaning in workers’ lives because it allows individuals and organizations to 
discover ways to connect their work lives with their spiritual lives (Klenke, 2003). 
Reave (2005) said that the spiritual values of integrity, honesty, and humility, and the 
spiritual practices of treating others with respect and fairness, expressing caring and 
concern, listening responsively, appreciating others, and taking time for personal 
reflection have all been linked to quantifiable positive effects for organizations and 
individuals. In turn, these values and behaviours cause leaders to be judged as more 
effective by both their peers and their subordinates, and they lead to enhanced 
performance.
Reave (2005) argues that spiritual leadership theory incorporates both the trait 
approach and the behavioural approach. She says fiirther that theories of spiritual 
leadership start with the leader’s own ethics and integrity and, in turn, the leader’s 
practices should be examined to see if they are truly in line with the values professed. 
Spiritual leadership is an observable phenomenon which occurred when a leader 
exemplifies spiritual values such as integrity, honesty, and humility, and at the same
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time demonstrates these values through their behaviour, whether in individual 
reflective practice or in the ethical, compassionate, and respectful treatment of others 
(Reave, 2005). In this sense, the individual dimension of spiritual leadership includes 
both the leader’s motivation and individual moral character, and it encompasses the 
individual’s relationship to the self and/or a Higher Power or God as demonstrated in 
personal reflective practice (Reave, 2005).
In their examination of spiritual leadership theory, Krieger and Seng (2005) 
seemingly focused more on the situational approach. Based on their study of five of 
the world’s major religions, they (Krieger & Seng, 2005, p. 798) define spiritual 
leadership as “the directing of self and others to achieve collective purpose from a 
sense of shared community, where behaviour and manifested values are contingent 
upon the operant level of being of the leader(s) and the dynamic perception of the 
situation in the environment coupled with the inner meaning arising from moment to 
moment, out of a direct perception of and sense of connectedness to the whole.” This 
definition also reveals some common themes in workplace spirituality definitions 
such as a sense of community, a search for meaning, and connectedness.
Furthermore, Krieger and Seng (2005) argue that many characteristics of workplace 
spirituality, including spiritual leadership, can be found in the world’s major 
religions. In a similar vein, Hicks (2003) said that spirituality and leadership 
discussion should be conducted by considering the influence from religion. He 
(Hicks, 2003, p. 61) said frirther that “the avoidance of religion are flawed 
approaches to leadership,” particularly in a diverse workplace. In Islamic context, for 
example, leadership is rooted in belief and willing submission to the Creator, Allah 
(Beekun & Badawi, 2009).
The emergence of spiritual leadership theory reflects the tendency to view human 
beings in a more holistic way and to find more holistic solutions to organizational 
problems. Fry (2003) argues that spiritual leadership theory can be viewed in part as 
a response to the call for a more holistic leadership that helps to integrate the four 
fundamental arenas that define the essence of human existence in the workplace: the
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body (physical), mind (logical/rational thought), heart (emotions; feelings), and 
spirit. In the same conception, Burke (2006) says that a spiritual leadership theory 
asks fundamentally different questions about what it means to be human, what we 
really mean by growth, and what values and power distributions are needed to 
enhance both organizations and society as a whole. Furthermore, Crossman (2010) 
proposes that the emerging conceptualization of spiritual leadership may have a role 
in forging some of the links necessary in bringing about holistic, creative solutions to 
new organizational and, indeed, world problems.
Pruzan (2008) calls the emerging paradigm of performing leadership with a spiritual 
basis as spiritual-based leadership (SBL). According to Pruzan (2008, p. 112), we 
need a new paradigm for leadership “that can motivate and give leaders courage to 
base their decisions and actions in the outer world on values and principles that are 
the products of their inner worlds—the domain of consciousness, conscience and the 
soul/spirit.” The core of SBL is the individual leaders’ search for meaning and self- 
awareness based on one’s own spirituality (Pruzan, 2008). Furthermore, he contends 
that spirituality can be looked upon as providing a framework for leadership that can 
serve as the very source of an organization’s values, ethics and responsibility.
Dent et al. (2005) have said that the most comprehensive theoretical models toward 
developing a theory of spiritual leadership are Fairhohn’s model of spiritual 
leadership (1998) and Fry’s theory of spiritual leadership (2003). Fairholm (2011) 
later revised his 1998’s model into a new model of spiritual leadership. Fairholm’s 
(2011) model of spiritual leadership has five elements: definition of spirituality, 
spiritual leadership values, tasks, technologies, and goals. He (Fairholm, 2011) 
defines spirituality as the source of personal meaning for leader and led alike, the 
definition of our humanness, the essence of who we are as individuals, the force that 
enables human action, the source of certainty in an uncertain world, and a link to a 
Higher Power. Based on her or his spirituality, spiritual leaders hold values like 
integrity, inspiration, service (helping), free-will choice, empowerment 
(accountability) and personal growth (continuous learning) (Fairholm, 2011).
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Furthermore, spiritual values will guide spiritual leadership tasks or practices 
(Fairholm, 2011). In their roles as leaders, spiritual leaders should have competencies 
which involve seven tasks; they are (1) teaching, (2) serving, (3) trusting, (4) 
empowering, (5) inspiring, (6) visioning, and (7) knowing completely about the 
actual work. Finally, the spiritual leaders need four distinct technologies to nurture a 
sense of wholeness in their follower, which are grounded on the idea that when 
engaging in leadership, the force of the leader’s spirit is crucial. These technologies 
are community building, building personal wholeness, maintaining stewardship, and 
creating a higher moral standard for the work units.
4.3. Fry’s Spiritual Leadership Theory
Another theory of spiritual leadership has been outlined by Fry (2003, 2008, 2013). 
Fry’s theory of spiritual leadership (2003) is regarded as one of the most 
comprehensive theoretical models toward developing a theory of spiritual leadership 
(Dent et al., 2005). To date, it is considered as the only theory of spiritual leadership 
that has been extensively tested and validated in various setting (Chen & Li, 2013; 
Fry, 2013).
Fry (2003, p.694-95) defines spiritual leadership as “the values, attitudes, and 
behaviours that are necessary to intrinsically motivate one’s self and others so that 
they have a sense of spiritual survival through calling and membership.” In 
particular, the distinguishing qualities of spiritual leadership are vision, altruistic 
love, and hope/faith (Fry, 2003; Giacalone et al., 2005). Fry further proposes that 
spiritual leadership is necessary for the transformation to and continued success of 
learning organizations (Giacalone et al., 2005). However, this current study is 
focused on the practices of spiritual leadership in business organizations without 
specific consideration of them as learning organizations.
The purpose of spiritual leadership is to tap into the fundamental needs of both leader 
and follower for spiritual well-being through calling and membership, to create 
vision and value congruence across the individual, team, and organization levels and, 
ultimately, to foster higher levels of employee well-being, organizational
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commitment, financial performance, and social responsibility (Fry, 2005; Fry & 
Cohen, 2009). As shown in Figure 4.1, the source of spiritual leadership is an inner 
life or spiritual practice that, as a fundamental source of inspiration and insight, 
positively influences development of (1) hope/faith in a transcendent vision of 
service to key stakeholders and (2) the values of altruistic love (Fry, 2013; Fry & 
Cohen, 2009).
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Figure 4.1
Causal model of spiritual leadership
Fry and Nisiewicz (2013) state that an effective vision has broad appeal, the 
destination and the journey, reflect high ideals, and encourages hope and faith. Hope 
is a desire with expectation of fulfilment and faith adds certainty to hope. Faith is a 
firm belief in something for which there is no empirical evidence (Fry, 2008; Fry et 
al., 2011). It is based on values, attitudes, and behaviours that demonstrate certainty 
and trust that what is desired and expected will come to pass. Hope/faith is thus “the 
source for the conviction that the organization's vision, purpose, and mission will be 
fulfilled” (Fry, 2003, 2008; Fry et al., 2011).
The next element of Fry’s Spiritual Leadership Theory is altruistic love. Fry (2008, 
p. 117) defines altruistic love as “a sense of wholeness, harmony, and well-being
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produced through care, concern, and appreciation for both self and others.” 
Underlying this definition are values such as integrity, patience, kindness, 
forgiveness, acceptance, gratitude, humility, courage, trust, loyalty, and compassion 
(Fry et al., 2011; Fry & Kriger, 2009). Fry (2003, p.717) also argues that “by 
incorporating the values of altruistic love and calling and membership as two key 
dimensions of spiritual survival, spiritual leadership also is inclusive of the religious, 
ethics and values-based approaches to leadership.”
Some authors criticize Fry’s model as well as other models of spirituality and 
leadership for not providing a sufficient understanding of what constitutes spirituality 
and the ways in which it ties to leadership (Avolio et al., 2009). For example, 
Benefiel (2005, p. 727) criticized the work on spirituality and leadership, stating that 
it “inadvertently draws upon outdated, discredited, or shallow approaches to 
spirituality; they reinvent the wheel; they dip into credible theories of spirituality but 
then don’t fully develop them or resolve the conflicts among them.” Consequently, 
while these theories are comprehensive and creative in the context of leadership 
studies, there is a need toward a more robust, up-to-date, and sophisticated 
understanding of spirituality, if theories of spiritual leadership are to stand up under 
scrutiny and be taken seriously in the wider academy (Benefiel, 2005). In line with 
this observation. Fry and Cohen (2009) also suggest there is a need to conduct 
research into spiritual leadership theory on several fronts to establish the validity of 
spiritual leadership theory before it should be widely applied as a model of 
organizational and professional development to promote systemic change and 
transformation. For this reason and for the purpose of this research, I apply Fry’s 
spiritual leadership theory in particular to investigate how the practices of spiritual 
leadership in Indonesia Muslim culture share the similarities and differences with 
those in Western culture. In addition, Fry’s theory of spiritual leadership is selected 
since it is regarded as one of the most comprehensive theoretical models toward 
developing a theory of spiritual leadership (Dent et al., 2005).
Some scholars point out several unaddressed challenges to the further development 
of spiritual theories of leadership in the workplace. Benefiel (2005, p. 724) states
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that, “the present focus in the empirical study of spiritual leadership is on translating 
the popular literature into a full-blown theory of spiritual leadership which can be 
tested.” According to Krieger and Seng (2005), researchers or scholars need to 
generate further theory and research methods to investigate leadership within a 
paradigm of multiple levels of ontology and epistemology. Benefiel (2005) talks 
about two challenges in spiritual leadership research: a need to respond to the 
growing epistemological critique of the existing empirical studies of organizational 
spirituality and a need for a more robust and sophisticated understanding of the 
“spiritual” aspect of “spiritual leadership.”
Spiritual leadership theory is in the early stages of development and empirical 
research in the area of spiritual leadership is not extensive (Chen & Li, 2013; 
Crossman, 2010). While much has been written about spiritual leadership, it is not 
always clear how spiritual leadership is manifested in practice (Milliman & 
Ferguson, 2008). It is important to provide empirical results of the manifestations of 
leaders’ spiritual beliefs, activities, and practices (Wharff, 2004). Reave (2005) 
argues that in order to provide an accurate model of spiritual leadership, researchers 
should focus on assessing observable personal qualities and behaviours of the 
leaders. Observing how organizations interpret spiritual leadership and generating 
organizational research will no doubt contribute to much needed insights about what 
spiritual leadership involves on a day to day basis (Milliman & Ferguson, 2008). 
Furthermore, Pandey and Gupta (2008) observe that spirituality in management 
literature is still dominated by conceptual studies and simply answer the “what” 
questions. Thus, they says further, there is a need to conduct more empirical 
researches which answer the “how” and “why” questions (Pandey & Gupta, 2008). 
Based on this line of arguments, this current research investigates how the leaders 
perceive and apply spirituality and spiritual leadership in their organizations.
Most empirical studies in the field of spirituality in organizations have been 
quantitative studies (Benefiel, 2005; Fomiciari & Dean, 2001). There is minimal 
qualitative research giving explanation of spiritual leadership. Examples of 
utilization of qualitative approaches on spiritual leadership are Wharff s study (2004)
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and Milliman and Ferguson’s study (2008). Wharff (2004) applies 
ethnomethodology and grounded research theory in her research on spiritual 
leadership in public sector. In their study on an executive, who operates both in the 
business and non-profit sector, Milliman and Ferguson (2008) use case study method 
to provide specific examples of spiritual leadership manifestation and relate this to 
the various dimensions of spirituality leadership proposed in Fry (2003).
Furthermore, most of spiritual leadership literature has involved the study of 
individuals and organizations in the United States (Ngunjuri, 2010). Most of the 
organization theory that is offered in this area comes fi-om the fields of Western 
religious theology and practice and leadership ethics and values—there is a need for 
non-western perspective on spiritual leadership to join the marketplace of ideas (Fry, 
2003). A top priority area for future research will be leadership in cultures that are 
underrepresented in the literature, such as Muslim cultures (Avolio et al., 2009; 
Mohamed et al., 2004).
Indonesia is the largest Muslim country by population (around 207,000,000 in 2010), 
home to 13% of the world's Muslims (pewforum.org, 2010). There is a gap between 
western and Eastern/Indonesian understanding and conception of spirituality 
(religious spirituality) and spiritual leadership. Further, Mohamed et al. (2004) says 
that another issue that needs investigation is the effect of national culture on the 
meaning of spirituality. It is important to consider the concept of spiritual leadership 
in terms of the context in which it has emerged (Crossman, 2010). Studies on 
spiritual leadership from many diverse perspectives including those utilizing non- 
western theories and non-white populations are welcome for both expanding 
knowledge and improving human relationships across differences (Ngunjiri, 2010). 
Hence, this current research investigates the concept of spiritual leadership in 
specific cultural context, i.e., Indonesian Muslim context.
4.4. The Emergence of Spiritual Leadership in Indonesia
Widespread adoption of workplace spirituality concept and spiritual leadership 
development in Indonesia has been noted across different type of organizations.
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Agung (2009) and Hendrawan (2009) observe the increasing awareness of 
spirituality in corporate world and working life in Indonesia. Tobroni’s study (2010) 
concluded that spiritual leadership is a response to the various problems faced by 
business and social organizations in Indonesia, such as ineffective organizational 
culture, poor service quality, customer dissatisfaction, low public trust, and crises in 
organizational leadership.
Furthermore, a growing number of Indonesian business leaders have been integrating 
spiritual values in their leadership practices. For example, Agung (2009) reveals 
profiles of 22 Indonesian business leaders whose leadership practices reflect their 
spiritual values. However, he has not specifically labelled these leaders as spiritual 
leaders. He points out the importance of businesses which have ‘spiritual character’; 
business organizations that have the capability to transcend material aspects. He 
argues further that business spirituality is a transcendented process to build business 
organizations that goes beyond the general characterization of business as widely 
recognized, which set material achievements or profit as its bottom-line (Agung, 
2009).
Another example of the integration of spirituality in business was reported by a 
prominent business magazine, SWAsembada, which illustrates that many 
organizations, from small scale companies to large corporations have been 
enthusiastically implemented what they call “spirituality in business” (Djatmiko, 
2007; Sugiarsono, 2007). When explaining the values embraced by his organization, 
a CEO of PT Indonesia Comnets Plus, said explicitly, “We are a business company, 
but applying the emotional and spiritual intelligence as a base” (as quoted in 
Sugiarsono, 2007).
In 2007, SWAsembada carried out a survey covering 41 companies from different 
types of industry {SWAsembada, 2007). The respondents were the CEO/President 
Director. Among the companies, 32 have annual sales revenue Rp 100-500 billion 
(around £6.4-32.2 million) and 29% of them have revenue over Rp 1 trillion (around 
£6.4 billion). The survey found that most companies (61%) believed that virtues or
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good values have an important and strategic role in business. The majority (68%) 
said that they have explicitly state spiritual values in their vision and mission 
statements.
Furthermore, SWAsembada^s survey (2007) suggests that one possible explanation 
for the adoption of spiritual values was because the majority of respondents (97%) 
believe that spiritual values have a positive impact to the bottom-line (i.e., 
profitability). Most CEOs in this survey believe that there are a range of advantages 
of implementing spiritual values in their companies. There are four most 
acknowledged benefits: decreasing frauds, increasing productivity, the creation of a 
more harmonious working climate and enhancing the company image 
{SWAsembada, 2007). The CEOs generally consider a positive impact of spiritual 
values on employees’ professional life, particularly because these values generate 
optimism and energy, create more holistic thinking, and improve productivity. 
Another important and positive finding from the survey is that the respondents 
recognize that the implementation of spiritual values in companies should be initiated 
and modelled by the leader at all organizational level {SWAsembada, 2007).
Religious values adopted by the majority of organizational leaders in Indonesia 
generally become those that are the basis for their organizations when they want to 
transform into a spiritual company (or as a ''religion-based company”) (Sugiarsono,
2007). However, Arvan Pradiansyah, a well-known author on spirituality in business 
in Indonesia, recognizes that it is not an easy task to know whether a company can 
accurately categorized as a “spiritual company”, and there is no valid data to support 
this endeavour (Sugiarsono, 2007). Pradiansyah says further that, “This phenomenon 
is unobservable. Firstly, we should conduct in-depth survey.” However, he gives a 
general guidance to find out if a company is in fact a spiritual company or not; one 
should take a look at the following aspects: appearance, behaviour, documented 
values (vision and mission), implemented values, and the business paradigm 
(Sugiarsono, 2007). Furthermore, Pradiansyah argues that one may recognise this 
type of organization by finding out whether those values are implemented only at 
individual level, or adopted as corporate values.
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As mentioned before in review of some research findings in Section 4.2, successful 
leaders will be spiritual leaders. Unfortunately, especially in Indonesia, there were 
inadequate efforts to investigate spirituality and leadership and their impact on 
organizational performance. Particularly in Indonesia, the discussion about 
workplace spirituality and spiritual leadership mostly appears in popular literature or 
publications.
In addition, the majority of Indonesian people are members and/or practitioners of
five major religions, i.e. Islam, Christian (Protestant), Catholic, Hindu, and Buddhist.
At the same time, as Kriger and Seng (2005) said, the role played by these religions
concerning how individuals can deepen the practice of leadership in organizations is
an under-discussed and under-researched topic. As related particularly to Islam (as a
dominant religion in Indonesia; 87.2% of total population), Krieger and Seng (2005)
explicitly argue that many of the characteristics of “spirituality in the workplace”—
the building of community, concern for social justice within the organization and its
vision, and equality of voice—are basic themes of Islam. They (p. 777) says further,
“Based on the example of Muhammad and his Companions, who became 
the first four successors, or caliph, spirituality is an integral component of 
leadership in Islam.”
4.5. Summary
A number of scholars argue that future successful business leaders will be spiritual 
leaders. Spiritual leadership theory has emerged as a promising leadership approach 
which reflects the tendency to view human being in a more holistic way and to find 
more holistic solutions to organizational problems. To date. Fry’s theory of spiritual 
leadership is regarded as one of the most comprehensive theoretical models toward 
developing a theory of spiritual leadership. However, there are several important 
issues arising from this review of literature.
Firstly, most of the research on leadership during the past half century has been 
conducted in the United States, Canada, and Western Europe within secular settings.
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Most of spiritual leadership literature has involved the study of individuals and 
organizations in the Unites States, including the research on Fry’s model of spiritual 
leadership. Thus, there is a need to conduct research on spirituality and leadership 
within religious spirituality perspective. Furthermore, while the availability of 
information about workplace spirituality and spiritual leadership research in 
Indonesia is limited, it is adequate to state that to date that there is little leadership 
research in Indonesian organizations which apply spiritual leadership theory. There is 
also a need to investigate leadership in Muslim cultures that are underrepresented in 
the literature. Based on these arguments, it is necessary to find out how Indonesian 
Muslim business leaders incorporate religious values in their practices of spiritual 
leadership and to investigate how the practice of spiritual leadership in this culture 
shares the similarities and differences with those in Western culture, as represented 
by Fry’s Spiritual Leadership Theory.
Secondly, spiritual leadership theory is in the early stages of development and 
empirical research in this area is not extensive. It is not always clear how spiritual 
leadership is manifested in practice. Hence, it is important to provide empirical 
results of the manifestations of leaders’ spiritual beliefs, activities, and practices. 
This current research investigates how the leaders manifested spiritual leadership in 
their organizations. In addition, it is also important to examine how the 
organizational members perceive spiritual leadership practices of their leaders.
Finally, there is minimal qualitative research giving explanation of spiritual 
leadership. Most empirical studies in the field of spirituality in organizations have 
been quantitative studies. For this reason, the investigation of spiritual leadership in 
this research applies qualitative research with case study strategy.
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Chapter 5 
Research Methodology
5.1. Introduction
This study is concerned with leadership and spirituality. As previously discussed in 
the literature review chapters, there is an obvious need for spiritual leadership theory. 
While much has been written about spiritual leadership, it is not always clear how 
spiritual leadership is manifested in practice (Milliman & Ferguson, 2008). 
Furthermore, in order to provide an accurate model of spiritual leadership, 
researchers should focus on assessing observable personal qualities and behaviours 
of the leaders (Reave, 2005). It is important to provide empirical results of the 
manifestations of leaders’ spiritual beliefs, activities, and practices (Wharff, 2004).
This Chapter explains the research design and methods used in this thesis. In the first 
section, I discuss the background and reasons for the choice of research method and 
strategy. Research questions and objectives are discussed in Section 5.3 and research 
design is discussed in Section 5.4. The important points of this Chapter are 
summarized in Section 5.5.
5.2. Rationale for Selecting Methodology and Research Design
The current study utilizes qualitative research within an interpretivist philosophy. 
Consistent with this epistemological stance and my research questions and 
objectives, the research strategy used is exploratory multiple-case study.
Qualitative research is rooted in a phenomenological paradigm which holds that 
reality is socially constructed through individual or collective definitions of the 
situation (Cassell & Symon, 1999; Firestone, 1987; Saunders et al., 2012). 
Qualitative research has an epistemological position that emphasizes the importance 
of understanding {verstehen) the social phenomenon from the actors' perspectives 
through participation in the life of those actors (Firestone, 1987; Morgan & Smircich,
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1980). Bryman and Bell (2007) argue that one of the cornerstones of the qualitative 
approach is its acceptance of the inherent subjectivity of the research endeavour. 
Typically, the emphasis in qualitative research is on constructivist approaches where 
there is no clear-cut objectivity or reality (Cassell & Symon, 1999). Inductive studies 
are required for fresh discourse in order to understand the spiritual aspect of 
management and would be of special relevance for bringing out the nuances of 
manifestations of spirituality in different social settings (Pandey & Gupta, 2008).
Philosophical assumptions are unavoidable in everyday methodological choices at all 
phases of the design and execution of research (George & Bennet, 2005). As above 
mentioned, this current study utilizes interpretivism as its epistemological stance. It 
means that this research emphasizes the understanding of the social world through an 
examination of the meaningful interpretation of that world by its participants 
(Bryman & Bell, 2007; Prasad & Prasad, 2002). Within this philosophy, the 
researcher needs to adopt an empathetic stance, that is, to see and understand the 
social world from the research subjects’ viewpoint (Saunders et al., 2012).
According to Krahnke (2003, p.402), incorporating a more subjective paradigm will 
make research on spirituality “healthier, richer, and more meaningful.” Similarly, 
humans and some aspects of human condition such as spirituality should be valued 
by virtue of what they are and be “ends in themselves” rather than a means to an end. 
Furthermore, Krahnke and Kilpatrick (2003, p. 404) conclude that “meaning that 
arises out of personal, interpretive knowledge is just as valid as or more so than 
knowing the percentage of spiritual organizations that succeed.”
Spirituality is a construct which is non-material, not quantifiable in nature and has 
subjective meaning. Klenke (2003, p. 59) suggests that “most definitions of 
spirituality also acknowledge a dimension that is nonphysical, unbound by time and 
place that transcends our five senses but is every bit as real as the physical realm.” 
The subjective nature of spirituality implies that people create the meaning of 
spirituality based on their perceptions and their interactions with other people. Given 
this nature of spirituality, constructivist ontology was adopted in this current
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research. This implies that “social properties are outcomes of the interactions 
between individuals, rather than phenomena ‘out there’ and separate from those 
involved in its construction” (Bryman & Bell, 2007, p. 28). Guba and Lincoln (1990) 
argue that constructivism begins with the premise that the human world is different 
from the natural, physical world and therefore must be studied differently.
Regarding leadership and spirituality as a specific topic in this current study, 
qualitative research applies for several reasons. Qualitative research can be the 
richest of studies, often illuminating in radically new ways phenomena as complex as 
leadership (Conger, 1998). Leadership is intensely context sensitive and, 
consequently, qualitative research has already made a distinctive contribution to 
leadership studies through the examination of the significance of contextual factors 
for leaders (Bryman et al., 1996; Conger, 1998). Cassell and Symon (1999) argue 
that when the research questions are focusing on organizational processes and 
outcomes as well as trying to understand both individual and group experiences of 
work, then qualitative research is more appropriate. This current study aimed to 
explore the phenomenon of spiritual leadership as revealed in a multiple-case study 
scenario and in particular to see how this is manifested in Muslim culture. Dean et 
al., (2003) argue that spirituality and religion in work research appears as a strong 
candidate for many of the qualitative research techniques. Case study is an example 
of these techniques.
To sum up. Conger (1998, p. I l l )  conclude that, when properly employed, 
qualitative methods offer the leadership field several distinct advantages over 
quantitative methods: more opportunities to explore leadership phenomena in 
significant depth, the flexibility to recognize and detect unexpected phenomena 
during the research, the ability to investigate processes more effectively, a greater 
chance to explore and to be sensitive to contextual factors, and a more effective 
means to investigate symbolic dimensions.
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5.3. Research Objectives and Research Questions
The aim of this current research is to explore the phenomenon of spiritual leadership 
as revealed in a multiple-case study scenario and in particular to see how this is 
manifested in Muslim culture. Specifically, the objectives of this study are:
■ to understand the internal view of the business leaders toward spiritual 
leadership in Indonesian Muslim culture;
■ to examine the elements of spiritual leadership against the current discussion 
of spiritual leadership in general;
■ to build on Fry’s theory of spiritual leadership to extend the model into a new 
religious context; and
■ to understand the impact of spiritual leadership on organizational members.
In order to meet those objectives, this study addresses the following questions:
1. How do Indonesian Muslim leaders perceive the meaning of spirituality and 
spiritual leadership?
2. How do Indonesian Muslim leaders practice spiritual leadership in their 
organizations? Why do they do it that way? Why do they believe in the 
effectiveness of this specific type of leadership?
3. How and why do they incorporate religious values (or religion) into their 
spiritual leadership practices?
4. To what extent is Western Spiritual Leadership Theory (in general and as 
represented by Fry’s Spiritual Leadership Theory) applicable to non-Western, 
in particular Indonesian Muslim culture?
5. How do organizational members perceive the spiritual leadership of their 
leaders?
5.4. Research Design
5.4.1. A Case Study Approach
To date, there has been limited qualitative research explaining spiritual leadership. 
Qualitative studies are needed to explore leaders’ and followers’ experiences with 
spiritual leadership (Fry, 2013). In the context of leaders’ role as managers of
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meaning, Bryman (2004, p. 762) asserts that “qualitative research on leadership has 
greatly enhanced our appreciation of the significance of leaders as makers of 
meaning, an aspect of leadership that is difficult to gain access to through 
quantitative investigations.” Hence, the investigation of spiritual leadership in this 
research applies qualitative research within an interpretivist philosophy.
Consistent with my ontological and epistemological stance, and my research 
questions and objectives, this study used exploratory multiple-case study as research 
strategy. The exploratory case study research is suitable to investigate the emerging 
findings in wider survey-based research (Hartley, 2004; Pandey & Gupta, 2008). The 
case study strategy is more relevant when the research will answer the “how” and 
“why” questions about a contemporary phenomenon within a real-life context (Dul & 
Hak, 2008; Hartley, 2004; Saunders et al., 2012; Yin, 2003). Hartley (2004) argues 
that case study research design is flexible to adapt to and probe areas of planned but 
also emergent theory. Furthermore, Bryman (1992, p. 178) argues that “detailed 
qualitative case studies of leadership in action may provide an additional layer of 
understanding to that which we already have.”
A case study is “an empirical inquiry that investigates a contemporary phenomenon 
in depth and within its real-life context, especially when the boundaries between 
phenomenon and context are not clearly evident” (Yin, 2009, p. 18). Case study 
research consists of “a detailed investigation, often with data collected over a period 
of time, of phenomena, within their context” (Hartley, 2004, p. 323). The aim of a 
case study research is to provide an analysis of the context and processes which 
illuminate the theoretical issues being studied (Hartley, 2004).
The case study’s unique strength is its ability to deal with a full variety of evidence- 
documents, artefacts, interviews, questionnaire, and observations (Gibbert & 
Ruigrok, 2010; Saunders et al., 2012; Yin, 2009). The capacity of case study to draw 
from different data sources allows several levels of simultaneous analysis of the 
dynamics in a single setting (Eisenhardt, 1989). This in turn creates the potential for 
a richer understanding of organizational phenomena than can be conveyed by
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statistical analysis (Lee et al., 2007). The case study method allows investigators to 
retain the holistic and meaningful characteristics of real-life events—such as 
organizational and managerial processes (Hartley, 2004; Yin, 2009). Furthermore, 
Hartley (1999) said that the open-ended nature of much data-gathering also allows 
for processes to be examined in considerable depth. According to Gummesson 
(2007), the case study method offers freedom in the choice of data generation and 
analytical techniques with little regulation.
In this present study, I examine the leaders’ values, attitudes and behaviour to 
explore and understand how spiritual leadership is perceived and practiced in the 
Indonesian Muslim culture. Case studies are useful where it is important to 
understand processes in their organizational and environmental context 
(Gummesson, 2007; Hartley, 2004). Case studies can be useful in capturing the 
emergent and immanent properties of life in organizations or for exploring new 
processes or behaviours or ones which are little understood (Hartley, 2004) such as 
spirituality and spiritual leadership. Milliman and Ferguson (2008) and Milliman et 
al., (2003) believe that particularly until research into the spirit at work matures, case 
studies can be valuable in helping researchers to better understand the personal and 
subjective nature of the spiritual aspect of spiritual leadership. As pointed out in the 
research objectives, this study’s intention is to examine the elements of spiritual 
leadership against the current discussion of spiritual leadership in general and Fry’s 
theory of spiritual leadership in particular. To accomplish this type of objective, a 
case study strategy can be a very useful way (Saunders et al., 2012).
In their review of qualitative research design in leadership studies, Bryman et al. 
1996, p. 354-55) found four different designs. One of these designs is the multiple- 
case study design in which there are detailed examinations of leaders in a small 
number of organizations, with data based mainly on semi-structured interviews with 
focal leaders and other key actors, the examination of relevant documents, and a 
limited amount of nonparticipant observation. It is usually aimed to make direct 
comparisons between the cases as a means of generating theoretical insights
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(Eisenhardt, 1989). For these reasons, within a case study strategy, I choose multiple- 
case study design.
Yin (2009) said that the logic underlying the use of multiple-case study is replication 
logic, not a sampling logic. In a multiple-case design, each case was selected to 
enable a literal replication or predicts similar results (Yin, 2009). A multiple-case 
study design in this current research consists of multiple holistic cases (Yin, 2009). 
Yin (2009) suggests that a few cases (two or three) cases would be literal replication 
case study.
5.4.2. Cases Selection
The cases for multiple-case study were selected on the basis of the presence of the 
concept being studied, that is, spiritual leadership. Three cases were selected by 
using purposive sampling. Purposive sampling strategies are designed to enhance 
understandings of selected individuals or groups’ experience(s) or for developing 
theories and concepts (Devers & Frankel, 2000) by selecting “information rich” 
cases, that is individuals, groups, organizations, or behaviours that provide the 
greatest insight into the research question (Devers & Frankel, 2000).
To select cases for this study, I first identified a potential population of Indonesian 
spiritual leaders and then select cases using specific criteria. From the secondary data 
sources, especially websites of Indonesian newspapers and magazines, I have 
identified a number of business leaders who are explicitly or implicitly 
acknowledged or categorized as spiritual leaders. Another way to identify the leaders 
was by collecting documentation about each candidate through the Internet and then 
considering whether their profiles fit with the criterion.
I also used existing contacts who are knowledgeable about specific potential sample 
members and were able to contribute in identifying spiritual leaders in Indonesia. As 
suggested by Saunders et al. (2012), the use of known contacts was easier in a case- 
study or an in-depth study that focuses on a small sample selected purposely. My 
first contact person was, at the time of the research, working in a Jakarta-based, well-
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known leadership training provider which focused on emotional and spiritual 
intelligence (www.esqwayl65.com). However, my communication to this contact 
person was terminated because there was no fiirther response to my enquiry after 
several contacts via e-mail. Finally, for one of the cases I made a direct enquiry via 
an administrator of a leader’s personal website and managed to gain approval for the 
interview. The second contact is working in a popular Islamic magazine based in 
Surabaya, the second largest city in Indonesia (www.hidayatullah.com).
The criteria applied to select a case in this study were adopted from Fernando et al. 
(2009). The leaders were selected because they are spiritually motivated or have a 
consciously-held spiritual view of life, that is, they have publicly acknowledged their 
spiritually motivated approach to heading business organization or have led their 
business from that basis, and have been identified as such by others in their 
community, for example, by the media. To assure that the cases are relevant to the 
research questions, I include the following criteria:
■ they should be the most senior leaders of business organizations (i.e., CEO, 
president director, or member of the board of directors); and
■ they are Indonesian Muslims.
The potential cases gathered from the media and my contacts provided a reasonable 
list of the population of spiritual leaders in Indonesia. The final selection of these 
prospective cases later combined with the opportunity of gaining access to the 
leaders and their organizations. Access was obtained in two ways: (1) approaching 
the potential cases (leaders) by sending emails using email addresses provided by my 
contacts, and (2) making a direct approach by sending emails to the organizations or 
the leaders using email addresses gathered from their websites. These emails 
consisted of an introductory letter requesting access for interview and a brief 
description of the research purpose (see Appendix 1). The initial approach by emails 
was followed by telephone contact and direct visit to the organizations..
As the objective of this current study is to explore the perception of leaders and their 
followers as regards spirituality and spiritual leadership, the subjects are a number of
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leaders from several organizations and their respective followers. Kvale and 
Brinkmann (2009) assert that if the intention is to explore and describe in detail those 
kinds of phenomena, interviews should be conducted until a point of saturation, 
where further interviews yield little new knowledge. Furthermore, the number of 
subjects necessary depends on the purpose of a study (Kvale & Brinkmann, 2009) 
and the amount of time and resource available (King, 2004; Kvale & Brinkmann, 
2009).
It is common with interview studies that the number of interviews tends to be around 
10 to 15 (Kvale & Brinkmann, 2009). Guest at al. (2006) argue that for most research 
enterprises where the aim is to understand common perceptions and experiences 
among a group of relatively homogeneous individuals, twelve interviews will be 
sufficient. Based on their study. Guest et al. (2006) concluded that if the population 
are homogeneous, data saturation is likely to be reached having collected data from 
between 4 and 12 participants. They also suggested that because in purposive 
samples participants are chosen according to some common criteria, we can assume a 
certain degree of participant homogeneity (Guest et al., 2006). Saunders (2012) said 
that for a comparison of two homogenous groups, twelve participants from each are 
likely to be sufficient. Adopting Guest et al. (2006) and Saunders (2012), the number 
of participants recruited for this current study was: one leader and 10-15 staff 
members from each organization, providing data saturation is reached (see Section 
5.4.5). Participants from staff were selected by purposive sampling with the 
following criteria: (a) they are full-time employees, and (b) they have been working 
with the leader at least one year. It is expected that full-time employees have a higher 
degree of contact with the leader, compared to part-time employees. Furthermore, it 
is assumed that with at least one year working experience, participants will have an 
adequate knowledge about, and exposure to, the leader when he or she performs 
her/his leadership role.
The process of selecting the leaders (or cases) was explained previously. The 
potential participants from staff members were identified through gatekeepers in 
each organization. I discussed with the gatekeepers the need to interview informants
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that meet the criteria I had developed. Then, I approached these prospective 
participants to confirm whether they are willing to take part in the interview or not. 
In all cases, the participants were recruited based on the recommendations from 
gatekeepers in each organization. In the first case, a senior manager acts as a 
gatekeeper. In the second and the third cases, gatekeepers are, respectively, a finance 
director and a vice president of area & services.
The primary unit of analysis were individual leaders within business organizations. 
The data from these individual leaders were collected through the leaders’ self- 
assessment by semi-structured interview technique. The sources of evidence were 
also gathered by interviewing staff members.
5.4.3. Pilot Study
Prior to the main data collection phase, a pilot case study was carried out. This 
helped me to refine my data collection plans with respect to both the content of the 
data and the procedures to be followed (Yin, 2009). In this regard, Yin (2009) said 
that the pilot case is more formative, assisting the researcher to develop relevant lines 
of questions and possibly even providing some conceptual clarification for the 
research design as well.
The inquiry in this pilot study covers methodological issues in particular, especially 
to refine the questions in a semi-structured interview plan. Specifically, the pilot 
study was carried out in order to assure that the interviewees understand the 
questions in the way intended (Bergman & Coxon, 2005). In the selection of pilot 
case, I have applied Yin’s (2009) criterion for selecting a pilot case that I have the 
access, proximity, and prior personal contact with participants of the pilot case. The 
pilot study was carried out in Indonesia.
Prior to the pilot study, I submitted a proposal to The University Ethics Committee to 
obtain an ethical opinion. After one minor revision based on the remarks from Ethics 
Committee, on 13^  ^June 2011 this research received a favourable ethical opinion on 
the basis described in the submitted protocol and supporting documentations.
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The first session of pilot study was carried out in Bandung. I arranged an informal 
group discussion which involved five participants. The discussion took place in the 
campus mosque. Five participants, including the researcher, were lecturers who also 
actively took charge of the mosque. For the last five years, every Friday afternoon 
there have been regular study circle to discuss various social and organizational 
issues from religious viewpoints. The number of participants involved in this circle 
varies but normally about 5-7 people attend. There are no predetermined topics to be 
discussed in this forum. For the purpose of the pilot study, I deliberately asked for 
the meeting on July 15^  ^ 2011 to discuss my research topic and listen to their 
responses on the topic.
The second pilot session was conducted in Bandung by interviewing two 
participants. The first participant was The Chairman of Mosque Foundation. He was 
recognised in his continuous efforts to promote spiritual values on campus, for 
example, by initiating a monthly programme which is called “Spiritual Sharing.” The 
second participant was a staff member of The Foundation who has been working 
with the first participant for years. Finally, the third pilot session was carried out in 
Surabaya on August 11^  ^ 2011. I had arranged an informal talk with a leader of a 
printing company to discuss his perception of spirituality and leadership.
The pilot study shows some useful findings. Participants in the pilot study were 
interested in, and willing to discuss, the research topic (spirituality) and its 
relationship to leadership. There were a variety of ideas and perceptions about what 
spirituality is. However, all participants viewed spirituality as a part of their religion.
Furthermore, participants agreed with the relevance of religious spirituality to 
leadership and organizational context. However, it was not easy for some participants 
to identify how spirituality and spiritual leadership directly affected organizational 
performance. Regarding data collection, the findings show that semi-structured 
interview seemed to be an appropriate method. However, the findings indicate that, 
as the researcher, I had to be more responsive to the sequence of questions to be
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asked and how to ask questions in a more effective way. Finally, the pilot study give 
me a better understanding of leadership issues relating to spirituality and helps in 
amending the interview topics.
5.4.4. Data Collection
5.4.4.1. Interview
The primary data collection method in this current study is interviewing. The 
qualitative interview is implicated in a very large proportion of qualitative studies of 
leadership (Bryman, 2004). The qualitative research interview “attempts to 
understand the world from the subjects’ points of view, to unfold the meaning of 
their experiences, to uncover their lived world prior to scientific explanations” 
(Kvale & Brinkmann, 2009, p. 1). In other words, the goal of any qualitative research 
interview is to see the research topic from the perspective of the interviewee, and to 
understand how and why they come to have this particular perspective (King, 2004). 
In this current research, the primary purpose of the interview is to gain an 
understanding of the leaders’ perspectives on spirituality and spiritual leadership.
Interviews as a method of data collection were used for several reasons. As 
compared to other methods, interviews are relatively economical in terms of time and 
resources (Silverman, 2009). According to Yin (2009), interviews as source of 
evidence in a case study have two advantages. Firstly, the interview is targeted, that 
is, focuses directly on case study topics. Secondly, the interview is insightful; it 
provides perceived causal inferences and explanations. Silverman (2009) said that 
qualitative interviewing is particularly useful as a research method for accessing 
individual’s attitudes and values—things that cannot necessarily be observed or 
accommodated in a formal questionnaire. It was argued that this particularly relevant 
to the research of values-based leadership such as spiritual leadership. Interviewing 
is able to achieve a level of depth and complexity that is not available to other 
approaches (Silverman, 2009).
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The choice of research participants for a qualitative interview study will depend on 
the study’s aim, its theoretical, epistemological and methodological position (King, 
2004) or should be determined by the focus of the research (Saunders, 2012). The 
key interviewees in this research were the individual leaders of the business 
organizations. Additional information was obtained through interviews with 
members of the management team and the employees.
Semi-structured interviews were used for this study. Kvale and Brinkmann (2009, p. 
3) describe this type of qualitative interview as semi-structured life world interview 
and define it as “an interview with the purpose of obtaining descriptions of the life 
world of the interviewee in order to interpret the meaning of the described 
phenomena.” This type of interview address important issues of the subjects’ life 
worlds and the interviewers are actively following up on the subjects’ answers, 
seeking to clarify and extend the interview statements (Kvale & Brinkmann, 2009). 
According to Bryman and Bell (2007), in a semi-structured interview, the researcher 
has a list of questions on fairly specific topics to be covered, or an interview guide, 
but the interviewee has a great deal of flexibility or fi*eedom in how to reply.
I have developed an interview guide for these semi-structured interviews (see 
Appendix 2). It focused on certain themes (Kvale & Brinkmann, 2009) related to the 
nature of spirituality and spiritual leadership constructs. Separate interview check 
lists were devised for the leaders and the employees. During each interview, 
additional probing questions were used to follow-up responses or to seek verification 
and explanation and elicit greater detail from participants. During and after the 
interview, there was time for feedback and questions as well as any additional 
information that the participants would like to share.
As recommended by Saunders et al. (2012), prior to conducting the interviews, I 
provided the opportunity for participants to make an informed choice regarding 
whether to consent. Besides an information sheet (see Appendix 3), consent forms 
were provided to be signed by participants who agreed to take parts in this study (see 
Appendix 4). King (2004) puts emphasis on the need to assure the confidentiality for
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potential participants. Potential participants should be told clearly to whom the 
research is being carried out for and what it hopes to achieve (King, 2004). 
Following his advice, these points were repeated prior to the interview itself, and 
permission to tape-record the interview was obtained. In addition to the importance 
of ethical considerations and protecting the rights of research participants, this 
initiative could help in gaining their trust (Saunders, 2012).
Each interview lasted between 45-75 minutes for the leaders and an average of 40 
minutes for the employees. The shortest interview with employees lasted 32 minutes 
and the longest was 80 minutes. The interviews were carried out at a time and place 
that was convenient both to the interviewees and to the principal investigator. In the 
first case {Temprina Media Grafikd) the interview with the leader was conducted at 
his office. Interviews with two members of the board of directors were also 
conducted at their office while the rest of interviews with employees were carried out 
at a small meeting room on the ground floor of Temprina"s head office. An interview 
with the leader in the second case (Pandu Logistics) was carried out at his office. 
Other interviews with six participants of Pandu Logistics"s head office were carried 
out in a meeting room and three interviews with staff from Pandu Logistics 
Bandung" s branch were conducted at their office in Bandung. The interviews for the 
third case were carried in two different cities. The interviews with the leader of 
Hidayatullah Media Group and five employees were conducted at their office in 
Jakarta and the rest of interviews with five participants were carried out at a meeting 
room in their Surabaya office.
All interviews were recorded digitally. In addition to the use of voice recorder, as 
suggested by Patton (2002), notes were taken. These notes mostly consisted of 
observations of the interview situation and general responses from participants 
during the interviews.
Prior to analysis, all interviews were transcribed immediately after the interview into 
verbatim transcriptions. The transcriptions were carried out by five students of 
Business Administration Department, Bandung State Polytechnic. As all interviews
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were conducted in Indonesian {Bahasa Indonesia), the initial transcriptions were 
translated later into English for the subsequent analysis of meaning by myself. In 
doing this, 1 applied direct translation (Usunier, 1998) from source language 
(Indonesian) to target language (English). However, in situations when the meaning 
of a word would be essentially changed by the translation process, 1 used 
untranslation (Usunier, 1998), that is avoiding translating a word directly but 
explaining it in another words to prevent the meaning being lost or distorted. A 
summary of findings from this study was offered to participants at the time of 
interviews. Some participants (19 out of 32) accepted this offer.
S.4.4.2. Non-interview data collection
The case study relies on multiple sources of evidence, with data needing to converge 
in triangulating fashion (Saunders et al., 2012; Yin, 2009). Hartley (1999, p. 209) 
says that “many case study researchers will use a combination of methods, partly 
because complex phenomena may be best approached through several methods, and 
partly deliberately to triangulate and thereby improve validity.” Milliman et al. 
(2003) argue that given the subjective and highly personal nature of the spirituality 
construct, it would be ideal if multiple methods of research were used to cross- 
validate the construct. The use of multiple sources of evidence also allows an 
investigator to address a broader range of historical and behavioural issues (Yin, 
2009) and to perform cross-data validity checks (Patton, 2002).
The use of a variety of data collection methods within one case study might result in 
a more robust and generalizable set of findings (higher external validity) (Bryman, 
2008; Cox & Hassard, 2005; Scandura & Williams, 2000) and provides stronger 
substantiation of constructs and hypotheses (Eisenhardt, 1989). Triangulation is “the 
process of checking on the validity of a set of findings from one method by 
comparing it with findings from another method” (Bryman, 2008, p. 163). 
Triangulation can also refer to the use of different data collection methodologies 
(Scandura & Williams, 2000).) Triangulation can be applied to many elements of 
research methods, including strategies, settings for data collection (these affect
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external validity), and sources of data (single versus multiple) (Scandura & Williams, 
2000).
According to Jonsen and Jehn (2009) triangulation techniques can be divided into 
two forms: between-methods triangulation and within-methods triangulation. Within- 
methods triangulation is the use of multiple data collection methods, documentation 
of different perspectives on the phenomenon under study, and repetition of data 
collection. Between-methods triangulation is an attempt to leverage the strengths of 
several methods while mitigating their weaknesses and providing a more valid 
interpretation of the collected data. This present study used within-methods 
triangulation. An additional source of evidence employed in this study was 
documentary materials, particularly articles about the leaders in the media and books.
5.4.5. Data Analysis
There are four intentions of the analysis of data resulted from interviews and 
documentary materials. Firstly, to understand how Indonesian Muslim leaders define 
spirituality and spiritual leadership in context of their leadership role in business 
organizations. The second intention is to examine whether the elements of spiritual 
leadership share similarities and differences with those in Western cultures in 
general. The next purpose is to build on Fry’s theory of spiritual leadership to extend 
the model into a new religious context. Finally, data analysis is intended to 
understand the impact of spiritual leadership on organizational members.
The goal of the data analysis was to take large amounts of data and transform it into 
valid and usable findings. Although there is no single set of rules for the analysis of 
data from qualitative research interviews (King, 2004; Patton, 2002), it is a process 
to reduce the sheer amount of initial information by pulling out the significant 
information and looking for patterns (Patton, 2002). After the patterns found, the 
final step is to construct a framework that allows the researcher to communicate what 
the data reveals. Data from interviews, observations and document reviews are 
organized into major themes, categories, and case examples (Patton, 2002).
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As suggested by Hartley (2004), data analysis is enhanced by reference to the 
existing literature and using this to raise questions about whether the researcher’s 
findings are consistent with or different from existing research. This is particularly 
relevant with the research objective to investigate how the practices of spiritual 
leadership in Indonesia Muslim culture share the similarities and differences with 
those represented by Fry’s Spiritual Leadership Theory. In this sense, I compared the 
leader’s values, attitudes and behaviors and how these characteristics fit within the 
specific elements of each of the three dimensions of Fry’s theory (2003).
Before progressing into specific method of data analysis, I had the option to begin 
with case analysis (writing a case study for each person interviewed or each unit 
studies) or cross-case analysis (grouping together answers from different people to 
commons questions, or analyzing different perspectives on central issues) (Patton, 
2002). In this study I included both kinds of analysis, but began with case analysis.
I applied Template Analysis (King, 2012) for analyzing qualitative data, producing a 
list of codes or templates representing themes identified in the textual data. Template 
Analysis refers to “a style of thematic analysis that balances a relatively high degree 
of structure in the process of analyzing textual data with the flexibility to adapt it to 
the needs of a particular study” (King, 2012, p. 426). According to Saunders et al. 
(2012), Template Analysis combines a deductive and inductive approach to 
qualitative analysis in the sense that codes can be defined in advance and then 
modified as data are collected and analysed. As argued by King (2012), Template 
Analysis is more conducive to the researcher taking constructivist stance, that is 
sceptical of the existence of ‘real’ internal states to be discovered through empirical 
research. Template Analysis offers a more flexible technique with fewer spesified 
procedures, permitting researchers to tailor it to match their own requirements. 
Template Analysis works particularly well when the aim is to compare the 
perspectives of different groups of staff within a specific context (King & Horrocks, 
2011). Finally, since it allows the researcher to identify some themes in advance. 
Template Analysis is well suited to studies which have particular theoretical
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concerns that need to be incorporated into the analysis (King & Horrock, 2011), such 
as this current study.
The transcriptions from interviews with the leader were assessed by examining the 
transcripts reflecting the leader’s perception of spirituality and spiritual leadership. 
Adopting King’s (2012) guideline, Template Analysis starts with a priori themes. 
Following this is coding, a process of attaching a code (label) to a section of text to 
index it as relating to a theme or issue in the data which I has identified as important 
to my interpretation. A priori themes are informed by theory and the interview topic 
guide (see Table 5.1). Main topics from the guide, which represent the central issues 
of the study, served as higher-order codes. Subsidiary questions and probes serve as 
potential lower-order codes.
Table 5.1
A priori themes in Spiritual Leadership study
A priori theme Description Examples of lower-order codes
Leaders’ pereeption  
o f  spirituality and 
spiritual leadership
M anifestation o f  
spiritual leadership
Elements o f  Spiritual 
Leadership
Follow ers’ perception 
o f  spirituality and 
spiritual leadership
Includes; the meaning o f  
spirituality, the spirituality- 
leadership connection, the meaning 
o f  spiritual leadership
Includes: business philosophy  
(vision  and definition o f  success), 
decision making, promoting 
spirituality, spirituality and 
performance, positive and negative 
aspects o f  spirituality, religious 
values, religious practice, religious 
values and spiritual leadership
Includes: vision, hope/faith, 
altruistic love, inner life, spiritual 
w ell-being, individual & 
organizational outcom es
Includes: the meaning o f  
spirituality, the spirituality- 
leadership connection, the meaning 
o f  spiritual leadership, leadership 
practices
R eligious spirituality 
The interconnection  
with The Higher Power
Success as a journey or
process
A utonom y
Clear and com pelling  
vision
Exert extra effort 
Integrity/honesty
Loyalty to organization 
G ive on e’s best effort
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The Template is organized into a hierarchical structure, as a key feature of template 
analysis, which represents the relationships between themes. This hierarchical coding 
consists of groups of similar codes clustered together to produce more general 
higher-order codes and will allows the researcher to analyse texts at varying levels of 
specificity (King, 2012). While broad higher-order codes can give a good overview 
of the general direction of the interview related to research questions, detailed lower- 
order codes allow for very fine distinctions to be made, both within and between 
cases.
Following a priori themes, the initial template was constructed based on a sub-set of 
the data from the first case. As data collection proceeding, the template was modified 
and added to as the part of the process of qualitative analysis (King, 2012; Saunders 
et al., 2012). After the initial template was constructed, I worked systematically 
through the full set of transcripts, identifying sections of text which are relevant to 
the research’s aims, and marking them with one or more appropriate code(s) from the 
initial template (King, 2012). I then revised the initial template as necessary in order 
to be able to develop a final template. In revising an initial template. King (2012) 
hinghligts that the researcher could make one or all the following types of 
modification:
■ insertion; add a new code where the researcher identifies an issue relevance 
to the research question which is not covered by an existing code.
■ deletion; remove one or more code(s) if it is not needed or when a code found 
to substantially overlap with other codes.
■ merging; merge two or more themes together.
■ changing scope; re-define a code at a lower or higher level if a code is either 
too narrowly defined or too broadly defined to be useful.
■ changing the higher-order classification; reclassifying a code to a different 
category.
King (2012) states that it is difficult to decide where to stop the process of themes 
development and research projects inevitably face time constraint to produce an 
‘ideal’ template. He recommends that, following the initial template and its
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amendment, there is a ‘final’ template when there are no more sections of text clearly 
relevant to the research needing to be coded. In this current study, I scrutinized all 
interviews transcriptions at least twice. For the reasons that the amount of data was 
manageable by the researcher, the segments of interview texts were manually 
indexed to particular themes and coding. In all three cases, only few amendments 
were made after six to seven interviews had been coded. I reached ‘saturation’ when 
eight to nine interviews in each case were analysed and there were no additional 
changes to the template from data analysis of the remaining interviews.
In an effort to ensure the study was trustworthy, I also employed triangulation. 
Triangulation is engaged to make sure that the study has validity and is done through 
using more than one vantage point when working toward a conclusion (Yin, 2009). 
While interviews with the leader were the primary source of gathering data, the 
transcriptions from interviews with the employees were also be assessed by 
examining the transcripts and list the most important points and quotes reflecting 
their perception of spiritual leadership manifested by their leader. In the next step, I 
compared the quotes reflecting these perceptions with those of the leader to 
understand both perspectives of spiritual leadership in the organization. Finally, the 
information gathered from documentary materials such as articles and books and 
other documents, allowed me to perform a crosscheck with what was discovered in 
the interview with all participants.
5.5. Summary
This study had utilized qualitative research with interpretivism as its epistemological 
stance and constructivism as its ontological orientation. The interpretivism was 
selected by emphasizing the understanding of the social world through an 
examination of the meaningful interpretation of that world by its participants. 
Constructivism as ontological orientation was selected because of the specific nature 
of spirituality construct. I argue that the characteristics of spirituality and spiritual 
leadership encourage qualitative research and so acknowledge that my own values 
will determine what facts are and will influence the interpretations of those facts.
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A multiple-case study design was selected in this study. Such case studies are useful 
where it is important to understand leadership processes in their organizational and 
environmental context. They are also valuable in capturing the emergent and 
immanent properties of life in organizations or for exploring new processes or 
behaviours which are little understood such as spirituality and spiritual leadership. 
Case studies can be valuable in helping researchers to better understand the personal 
and subjective nature of the spiritual aspect of spiritual leadership.
The main data collection technique used in this study was the semi-structured 
interview with three leaders of business organizations. In addition, 29 interviews 
were also carried out with the employees. All interviews were recorded and 
transcribed for the subsequent analysis. Within-methods triangulation was employed 
with documentary materials as additional sources of evidence. Finally, the study 
applied Template Analysis for analyzing qualitative data, where I produced a list of 
codes or templates representing themes identified in the textual data.
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Chapter 6
The Case Study of Spiritual Leadership of Misbahul Huda
6.1. Introduction
This chapter presents the findings fi-om the first case in this multiple-case study 
research. The first case consisted largely of semi-structured interviews with Misbahul 
Huda (CEO of PT Temprina Media Grafikd) and 10 employees. The criteria applied 
to select this case were described Section 5.4. Apart fi*om the CEO, of the ten 
participants, two were members of the board of directors, two were senior managers, 
one was a junior manager, and five was administrative staff. They had a minimum of 
seven years of working there, with an average of 11 years of service. Each 
participant’s transcript was assigned a three-character code, starting fi-om TOI (the 
leader) to Til .  All quotations taken from the interviews were marked by “Interview” 
and followed by the participant code (for example, “Interview TOI”), while excerpts 
fi-om other sources were indicated by the author’s name and year of publication.
As described in Section 5.5, Template Analysis was used to analyse the data. The 
analysis and interpretation of data was based on the final template which was 
developed from the initial template, by systematically working through the full set of 
transcripts and modifying it as necessary. The Final Template (see Appendix 5) 
consists of five main themes, i.e., (1) the leader’s perception of spirituality and 
spiritual leadership, (2) the manifestation of spiritual leadership, (3) elements 
spiritual leadership, (4) spiritual well-being, and (5) individual and organizational 
outcomes of spiritual leadership.
Table 6.1 shows the main themes and second-level themes. The first theme was 
developed from two second-level themes: the meaning of spirituality and the 
meaning of spiritual leadership. The second theme consists of five second-level 
themes, i.e., business philosophy: vision, definition of success, decision making 
style, promoting spirituality in the organization, and spirituality and performance.
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The third theme consists of three elements of Spiritual Leadership Theory, i.e. vision, 
hope/faith, altruistic love, inner life as a source of spiritual leadership, and other 
elements of spiritual leadership. The fourth theme was about spiritual well-being as a 
direct impact of spiritual leadership and it was developed from two second-level 
themes: meaning/calling and membership. Finally, the fifth theme consists of three 
second-level themes, i.e., organizational commitment, productivity and efficiency, 
and satisfaction. Since this study mainly draws on the framework of Fry’s Spiritual 
Leadership Theory, the presentation of findings about the last three themes will be 
more extensive than other themes.
Table 6.1
The Main Themes and Second-level Themes
Main Themes Second-level Themes
1. Leaders’ perception o f  spirituality and 
spiritual leadership
1.1. The meaning o f  spirituality
1.2. The meaning o f  spiritual leadership
2. M anifestation o f  Spiritual Leadership 2.1. Business philosophy: V ision
2.2. Business philosophy: D efinition o f  
(business) success
2.3. D ecision  making style
2.4. Promoting spirituality in organization
2.5. Spirituality and performance
3. Elements o f  Spiritual Leadership 3.1. V ision
3.2. Hope/faith
3.3. A ltm istic love
3.4. Inner life
3.5. Other elem ents o f  spiritual leadership
4. Spiritual W ell-B eing 4.1. M eaning/Calling
4.2. Membership
5. Individual & Organizational Outcomes 
o f  Spiritual Leadership
5.1. Organizational commitment
5.2. Productivity & E fficiency
5.3. Satisfaction
This chapter consists of six substantive sections. Following the introduction is the 
description of general information about the leader and the company. The third 
section provides findings and analysis of the understanding of spirituality and the 
perceptions of spiritual leadership. The next section looks at manifestation and
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practices of spiritual leadership. The fifth section continues with the description of 
findings and analysis of the employees’ perception of spiritual leadership and the 
impact of spiritual leadership. Finally, the last section summarizes the findings of 
this first case study.
6.2. General Information about The Leader and The Organization
At the time of the study, Misbahul Huda (MH) was the CEO of PT Temprina Media 
Graflka (TMG), a subsidiary of Jawa Pos Group. Jawa Pas Group is Indonesia’s 
biggest media network, consisting of around 200 newspaper and television stations 
across Indonesia (www.jawapos.com).
TMG is a printing company that produce newspapers, tabloids, magazines, books and 
other print media products (www.temprina.com). Originally, TMG was a printing 
division of Jawa Pos and separated into its own legal entity in 1996. Since 2002 it 
began to establish itself as one of the largest media printing companies in Indonesia.
MH came from a family who worked at, and lived near, an Islamic boarding school. 
In 1986 he was graduated from University of Gajah Mada in Yogyakarta. In 1990- 
1994 he was Vice Rector for Students Affairs of University of Al-Falah, Surabaya 
and then was promoted as Rector (1995-2003). He is also the Chairman of 
Indonesian Association of Pulp and Paper (2012-2016).
In addition to his business activities, MH has written three books, two of which 
described his experiences in leadership. The first book. Mission Ini Possible: 
Spiritualitas Kerja Menggapai Gita (This Mission Is Possible: Work Spirituality to 
Reach the Vision), was first published in 2008. He described the book as an 
‘introspective reflection’ and a ‘spiritual journey.’
MH’s latest book also talked about his leadership and managerial experience in a 
number of organizations. He said that through this semi-autobiographical book, he 
intends to share his experiences of leading several organizations, starting from 
educational institutions, social and religious institutions, companies under Jawa Pos
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Group and other associations. The book, Dari Langit Turun ke Bumi: Best Practices 
for Spiritual Leadership (From Heaven to Earth: Best Practices for Spiritual 
Leadership) was published in March 2012.
6.3. The Leader’s Perception of Spirituality and Spiritual Leadership
The following Section 6.3.1 and Section 6.3.2 discuss the leader’s perception of 
spirituality and spiritual leadership.
6.3.1. The Leader’s Perception of Spirituality
While recognising the existence of non-religious spirituality, religious spirituality is
particularly relevant to the context of study, i.e. Indonesian Muslim business leader.
This study found that in his conception of spirituality, MH believes that it should be
always relate to the religion. He believes that religion is an entity that historically has
proven as capable to enlighten, motivate, salvage, and to reconcile the human
civilization. In other words, he sees spirituality as religious spirituality. He says,
“To my knowledge, the meaning of spirituality is closely associated 
with religion [...] when we talk about spirituality the context must be 
the religion” (Interview TOI).
However, he emphasizes that what he means by religion is not limited to rituals or
formal aspects of religion. He clearly illustrates this,
“It is not the religion in the context of rituals, but religion in the 
context of its spirit. [...] the meaning of faith is to believe” (Interview 
TOI).
He said further that someone who only practise rituals is a religious person but
without spirituality. This could result in an inconsistency between moral values they
believed as Muslims and their attitudes and behaviours. Along the same line, he
criticises that the term “back to religion” or “back to spirituality” which has been
popular among Muslims and adherents of other religions in Indonesia, has often been
simplified as enthusiasm in practising the rituals. He clearly states that,
“This is not wrong, but it is not entirely true and sufficient for an 
indication of spirituality” (Huda, 2012, p. 13-14).
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By saying that one should also attach spirituality in practising a religion in daily life, 
it does not mean that he ignores the importance of rituals. As a practising Muslim, he 
is recognised as a devout man in performing ritual worship, such as the five times 
daily prayers. While this is a common normative view among Muslims, his reference 
to God in managing organizational and personal issues was confirmed by the 
participants, as discussed in Section 6.5.4.2.
In his descriptions of religious spirituality, MH refers to three elements of 
spirituality, i.e., the interconnection with God, the interconnection with human 
beings, and the interconnection with nature and all living beings. However, he points 
out the first two elements more explicitly. As to other Muslims either practising 
Muslims or non-practising Muslims, MH refers to the concept of “Higher Power” as 
“God” or '"AllahP Hence, in the next sections, “Higher Power” will be replaced with 
God or Allah.
It has been shown that MH seems to put a strong emphasis on the interconnection
with God in his conception of spirituality. Particularly in business context, he refers
to God as “the Hidden Stakeholder” who is always present and must be involved in
every aspect of the business. He said that to regard God as “the Hidden Stakeholder”
means to place God as the first and main priority to be served and look after His
orders as the most important thing to do (Huda, 2012). He explains,
“The synergy with Allah [is] to present Allah as the Hidden 
Stakeholder in our business. To involve Allah in business, I mean, if 
there is a problem, we report it to God, we came before Allah” 
(Interview TOI).
To emphasize this connection, he says that he strongly believes that someone who is 
close and faithftil to God will always find solutions for any problem in her/his life. 
He often refers to a verse from Qur’an that says, “And whoever fears Allah, He will 
make for him a way out; and will provide for him from (sources) he never could 
imagine” {Qur’an, 65:2-3).
In his conception of spirituality as the interconnection with human beings and with 
nature and all living beings, he defines spirituality as “to bring down the ‘the wisdom
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of the heaven’ to be ‘the benefits on the earth’” (Huda, 2012, p.7). He believes that
spirituality is an integral part of human beings. In motivating the employees, he says,
“I usually pass on to my friends, based on a hadith, 'Khairunnas 
anfauhum linnas’ (The best of men are of those who provide the most 
benefit.) In business terms, benefit is profitable; we can say it either 
the profit or benefit, for our fellow human beings” (Interview TOI).
To sum up, the leader basically perceives spirituality as religious spirituality. The 
most important element in this conception is the interconnection with God. It was 
suggested that spirituality should not be understood narrowly as performing rituals. 
The true meaning of spirituality is suggested by a human’s deeds to provide the 
maximum benefit to other human beings and all living beings.
6.3.2. The Leader’s Perception of Spiritual Leadership
MH perceives spiritual leadership as a leadership based on the spiritual power of a
leader. By ‘spiritual power’ he means the personal qualities, such as courage and
confidence, given by God as a result of one’s devotion to Him. As mentioned above,
he emphasizes the interconnection with God as the most important element of
religious spirituality. From this perspective, he says that within spiritual leadership, a
leader must always involve God in every aspect of his life, as well as in corporate
life. A spiritual leader relies only on God and believes that his duty is to do his best
and worship God sincerely. This leader admits that the results and the rewards are in
God’s absolute authority. MH believes that his courage and confidence as a leader
comes from the total submission to God. He says,
“I reported to Allah to get the spirit that will give me tatag 
(courageous), makes me brave and confident to deal with the 
problems, to be focused” (Interview TOI).
According to MH (Huda, 2012), to practice spiritual leadership is to be an individual 
who is favourably and confidently followed by others because of the strength of his 
influence. He asserts, “A spiritual leader understands the difference between being a 
boss and being a true leader” (Huda, 2012, p. 23). He goes on to say that a spiritual 
leader will always consider her or his leadership status as a trust {amanah) or a
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mandate from God. He said that the message of this approach is that leaders are to 
serve their followers, not to dominate or to control them.
This leader’s reference to spiritual power and spiritual values was confirmed by the 
participants. They indicate that one of the success factors of his leadership is because 
“he has a higher level of religiosity” (Interview T04) or “spiritual maturity” and 
“depth comprehension of spirituality” (Interview T05).
MH believes that the strength of one’s leadership is determined by her/his spiritual
capacity (Huda, 2012). He argues that serious challenges in the future require
excellent leadership qualities, i.e., spiritually strong, emotionally mature,
intellectually brilliant and operationally strong and intelligent. He clearly says,
“With the spiritual power, someone will be able to make significant 
changes, both for himself and his environment. This is what I mean, 
that the power of spirituality as the formulation of the degree of piety, 
the true piety {haqqa tuqatih), will provide the ability to a leader to be 
able ‘to bring down the wisdom of the heavens’ to be ‘the benefits on 
the earth’” (Huda, 2012, p. 14).
Furthermore, he believes that the religious doctrine regarding the greatness of
spiritual power in solving problems is not only a normative idea. He says that one’s
“spiritual energy” depends on ‘closeness’ to God (Huda, 2012). The closer a leader
with his God, the greater energy he has. He says,
“A leader with great spiritual energy is capable to spread the ‘virus’ of 
perseverance, spread the motivation and can develop a synergy with 
his people to build a whole-hearted, strong, and militant work ethos in 
accomplishing shared objectives” (Huda, 2012, p. 17).
As one of this study’s objectives is to examine of the elements of spiritual leadership 
and its impact on organizational members, followers’ perception of this leader’s 
practices of spiritual leadership will be discussed in more detail in Section 6.5.
6.4. The Manifestation of Spiritual Leadership of MH
It may be assumed that MH’s spiritual leadership cannot be separated from his 
family and educational background, as well as his working experiences in a variety
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of organizations. His family background from pesantren (Islamic boarding school) 
and his education in the same school seems to help in shaping his leadership 
character. Furthermore, his involvements in religious organizations during his study 
at the university helped to strengthen this character. His colleagues and staff said that 
he is a leader with solid technical and organizational skills, based on a strong 
religious spirituality. This claim was supported by findings from interviews as well 
as indicated in a number of testimonials in his book, which I will explain in detail 
below.
Uchrowi (2012), a friend of MH, described him as a person who always refers to
religious values. He said that MH’s courage, either in decision-making or in his
action, was raised from his attitude that always puts God as the centre of life. He (p.
231) added that MH’s character of success “grew out of a very deep spiritual root.”
This is illustrated in the following statement,
“The root of spirituality is also tempered by the environment that 
raised him. [...] Not only through the example of his parents (role 
modelling) and habituation (conditioning), his spirituality also aroused 
from teaching, obtained from the madrasah [a type of traditional 
Islamic school] in his childhood and his campus environment at 
UGM. The role model, conditioning, and teaching had strengthened 
the foundations of his spirituality.” (Uchrowi, 2012, p. 231).
Halim (2012, p. 243), a senior manager at TMG, explained that MH’s leadership 
maturity came from a leadership model based on a spirituality which served as “the 
soul of his leadership style.” Burhanuddin (2012), a colleague from Indonesian 
Publishers Association, said that the key to MH’s leadership success was his 
commitment, timing, outstanding effort and leadership style that fitted perfectly with 
the era, which was based on spirituality. Farid (2012), the Finance Director of TMG, 
said that MH’s leadership style is unique because it comes from three exceptional 
leadership qualities: appropriate technical skills, the maturity of organizational 
experiences, and a strong foundation of religious spirituality.
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6.4.1. Business Philosophy: Vision
The findings show that MH emphasizes the importance of vision at individual and 
organizational levels. He (Huda, 2011, p.3) defines vision as “a whole direction 
where our life is moving” and “a place to give meaning to our life and present the 
whole goodness or benefits for the entire mankind, by being ’who we are supposed to 
be'.” He argues that a vision should act as a powerful magnet to attract and motivate 
all employees to move by mobilizing their full potential to realize the future.
The vision of TMG is to “Become Largest Media Network Printing in Indonesia.” 
Following this vision, its missions are (1) provide media and commercial printing 
services with the concept of “one stop services”, (2) create a synergy between HR 
optimization, technology and systems, and (3) provide the best service in the 
standard accuracy of time, quality, and quantity. As exhibited in these statements, it 
may create an impression that the company has been focused on materialistic goals.
The findings show that a sense of spirituality as the source of the leader’s vision can 
be observed more clearly in respect to his personal vision. A vision of human beings 
as a useful people or providing benefits to others was often articulated by the leader. 
He often refers to a hadith, as mentioned previously, which states that, “The best of 
men are of those who provide the most benefit” (Interview TOI).
In general, as also reflected in the company’s vision, it has been shown that the leader
always encourages his employees to give their best. For example, in a situation of
crises faced by the corporation, he says,
“Your task is giving the best, work carefully and wholeheartedly, 
looks after productivity and efficiency” (Huda, 2012, p. 187).
He (Huda, 2011) also emphasizes the importance of believing that there is no vision 
and mission which is impossible to achieve. He has said that these values are derived 
fi-om the belief in the power and greatness of God. He says that if someone believes 
in God’s infinite power, he or she will understand that it is very easy for Him to 
realize all goals and dreams. Whilst TMG's vision statement does not directly reflect
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spiritual values, in his description of the realization of the vision, the leader refers to 
God as the ultimate source.
Following vision setting, a leader should effectively articulate his vision to all 
organizational members and other stakeholders. This study found that the vision has 
been inspiring and motivating the employees to give their best efforts and produce 
high performance. The participants also confirmed that the leader has been 
communicating his vision frequently to all levels of staff. This will be described in 
more detail in Section 6.5.1.
6.4.2. Business Philosophy: Definition of Success
Another issue concerning the leader’s business philosophy is how he interprets a
success, either in personal or business life. For this leader, success is not essentially a
final destination but a journey or a process. To clarify this statement, he says,
“Yes, a journey. Actually, the meaning of success is [...]! did not want 
to say that success is understood as the material and career 
achievements” (Interview TOI).
He (Huda, 2011) further states that success is not just about the objectives that
someone had aheady achieved. By quoting a hadith, he suggests that a successfiil
person is someone with a condition that ‘today is better than yesterday’ and
‘tomorrow will be better than today.’ He clearly says,
“It doesn’t matter how many steps you have made, how far you have 
been progressing, but the most important is: you've stepped! If you’ve 
stepped, it means that you are successful. You are one step ahead. The 
realization of success is not always related to materials symbols, social 
status or physical symbols, because success is not a destination but a 
journey” (Huda, 2011, p. 46).
Furthermore, he also views success as an autonomy or independence. He says,
“I interpret that success is simple, that is autonomy/independence.
Yes, spiritually, I mean in the context of religion, then financially, and 
socially” (Interview TOI).
In a leadership context, MH includes a balance of work and family as another 
component of success. However, he adds another element, God. This is consistent
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with his appreciation of religions spirituality. He (Huda, 2012) argues that complete 
success as a leader, which he calls “holistic success,” is a successful leadership in the 
workplace, in the family, and as a servant of God. He says that “holistic success” is a 
professional success, a personal success (i.e., the leader of the family and as a servant 
of God), and a social success.
6.4.3. Decision Making Style
This study found that this leader tends to apply a consultative or participatory
approach, by actively seeking advice from employees to make important decisions. It
was illustrated that, since MH was first appointed as the CEO, he “had developed a
new culture, in which there were frequent meetings, while previously the technical
meetings was rarely conducted” (Interview T02). He often held decision-making
meetings by involving staff from all departments to ask for feedback. This is
illustrated by an interviewee:
“He always asks us to do brainstorming if there is a problem” 
(Interview T06).
Furthermore, the leader is known as a good listener to ideas, feedback, input, and
even complain from his staff. The following examples clearly illustrated this,
“He is listening [...] asking questions regarding the issue being 
discussed” (Interview 06).
“At the branch meeting, the evaluation meeting, all staff in the office 
can participate. Any complains would be included” (Interview T07).
Whilst the findings about the leader’s decision-making style suggest that he applies a 
consultative approach, it was unclear whether this choice comes directly from his 
religious values or beliefs. In other words, the results were not adequately 
demonstrated the relationship between the choice of decision-making style and 
spiritual values.
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6.4.4. Promoting Spirituality in the Organization
To incorporate spirituality in the organization, the leader has used various methods 
and strategy. His efforts to disseminate the values and practices of spiritual 
leadership were also made external to the organization. As discussed in Section 6.2, 
MH has published two books about spiritual leadership. Through these books, he 
expects to disseminate his experiences to a wider audience. Similarly, he wishes that 
he will be able to “transfers those spirits through his books because his coverage of 
the lower level employees is become limited” (Interview T05). In addition, 
occasionally he has been invited as speaker in business and motivational seminars 
and trainings.
The regular programme that he uses to cultivate spiritual values is “Morning 
Invocation” {Do’a Pagi), which is held every Monday. He also uses the staff 
meetings for similar purposes. In additions, there are Islamic study circles every two 
weeks. Once a year, the company organises spiritual training for its employees.
Even though the leader emphasizes that the essence of spirituality is to apply
religious values in the interactions with human beings and the environment, he often
reminds the employees to perform obligatory and voluntary religious rituals as well.
This is illustrated by the following examples,
“He reminded us very often. [...] let’s perform dhuha prayer, so to 
speak. Let’s pray” (Interview T09).
“I think through these media, he motivates us to keep running rituals; 
sometimes we also perform prayer in congregation” (Interview T il).
Since he is aware that this is not an easy job, the leader indicates that he uses every
opportunity to incorporate spiritual values into his staff. He says,
“I tirelessly told them the same points, in every opportunity, before the 
meeting, I disseminate the spiritual values for about ten minutes” 
(Interview TOI).
The participants confirmed that the leader uses various methods to incorporate 
spiritual values. This is illustrated by the following statement.
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“I see that he uses all forums; he did it after office hours or outside his 
breaks, he still perform the preaching (dakwah). [...] He remains 
active in it at every opportunity, in every conversation there are 
always some nuances of verse quotations. He has always been opening 
a meeting with these things. Then in ‘Morning Invocation,’ he always 
tells the stories which also have something to do with the verses, and 
it can be accepted by all employees” (Interview T02).
It was shown that in those various occasions, the leader delivers a variety of topics,
as illustrated by a following statement,
“At every occasion he will change the topics. [...] For example, in the 
‘Morning Invocation’ [...] there are always different subtopics, but 
always with contemporary issues, and inserted with a verse or hadith 
or short stories that support the issues” (Interview T08).
6.4.5. Spirituality and Performance
In regard to performance, the leader believes that spiritual leadership practices could 
influence the development of positive attitudes and motivation to do the best, which 
in turn would have positive impact on performance. As described in Section 6.3.2., 
he said that a spiritual leader is capable of spreading the ‘virus’ of perseverance, 
motivating people and developing a synergy with his people to build a positive work 
attitude. He says,
“People who have a higher degree of spiritual values have an attitude 
like this, “I will climb the highest mountain and swim the deepest 
sea,” “I will encounter the most difficult problem” (Interview TOI).
Furthermore, the leader argues that company’s performance was a result of a
combination of leadership and strong spiritual values, excellent technical and
managerial skills and technology (Huda, 2011; 2012). It was shown that since 2002,
TMG is one of the largest printing companies of print media in Indonesia
(www.temprina.com). In this regard, the participants confirmed that spiritual values
promoted by the leader are consistent with the principles of business organizations.
The role of spirituality in MH’s leadership as a contributing factor to performance is
illustrated by a participant,
“MH’s ‘theory’ was duplicated by many companies under Jawa Pos, 
but the results were different. It means that there is a role of 
spirituality” (Interview T08).
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Further discussion about individual and organizational outcomes of spiritual 
leadership will be presented in Section 6.5.7. As discussed in Section 6.1, the last 
three main themes in the final template were developed based on Fry’s Spiritual 
Leadership Theory (see Appendix 5). These themes are elements of spiritual 
leadership, spiritual well-being, and individual and organizational outcomes of 
spiritual leadership. In the following sections, I will discuss the fit of MH spiritual 
leadership to this theory.
6.5. The Fit of MH Spiritual Leadership to Fry’s Spiritual Leadership Theory
This section presents the findings about all elements of spiritual leadership as well as 
the impact of spiritual leadership on organizational members.
6.5.1. Vision
The findings about the leader’s vision were shown in three sub-themes, i.e., clear and 
convincing vision, committed to the vision, and vision inspires best performance.
6.5.1.1. Clear and Convincing Vision
With only a few exceptions expressed, the leader’s vision is considered as a clear
vision. This is illustrated by the followings statements,
“He has the vision, expectations, and he could have said it coherently, 
so we understand it and we comprehend it” (Interview T03).
“His personal vision or even his vision as a leader of a corporation is 
very clear, very clear and easy to understand” (Interview T08).
The participants admit that the clarity of vision was due to the leader’s excellent 
communication skills. They explain that he is good at choosing words and uses easy 
terms in his messages, adapts the message to different audiences, and often gives 
examples related to daily life so the messages are easily understood even by those 
employees from the lowest level. The following extracts illustrated this.
110
“He is skilful at choosing an easy term to understand by other people; 
so organizational vision and his personal vision can be clearly 
understood” (Interview T08).
“Thus for us as his subordinates, it is easy to understand him because
he always set an example in our daily environment” (Interview T07).
The participants confirm that the leader communicates the vision and mission as well
as short-term goals of the company to all employees. A participant said,
“Towards the end of the year, he has been communicating his vision 
and mission to all the branches, and this is not the leader, but to all 
employees. So he is willing to visit all branches; [...] He was talking 
about the future vision and mission, what kind of business in the 
future. He will talk about this year picture and the picture of the next 
year, what kind of actions that we should take” (Interview T02).
The leader’s vision was considered convincing by the participants. Aside from its
content, the leader’s style of communication was suggested as a contributing factor
to this conviction. One of the participants called the leader’s method as “very
powerful” (Interview T03). Similarly, another participant said,
“[He] really understands the audience, so he delivered it with the 
language that will be understood by other. [...] His holistic outlooks 
and his ability to convey it to the employee, it is really incredible” 
(Interview T05).
The leader was considered to be able to convey his vision with confidence, as
described by the following statement,
“He expressed his vision confidently. With conviction; and in turn this 
conviction was contagious. [...] It means that when he speaks, indeed 
we can feel the enthusiasm” (Interview TIO).
Another participant explains that she was convinced of the vision because the leader 
always associates it with his relationship with God, for example, by quoting or 
referring to the hadith of the Prophet or verses of the Qur’an (Interview T09).
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6.5.1.2. Committed to Vision
This study found that a clear and convincing vision which is communicated in a
proper and convincing method and language creates an understanding and
commitment to the vision. This is illustrated by a following extract,
“How can I say it, when he said it we certainly accept it. Oh, that is 
the intentions” (Interview T06).
The participants describe that they can feel the enthusiasm and confidence in the
leader when he conveys his vision, which in turns generates the commitment and
enthusiasm to realize the vision. The following participant said,
“Indeed we can feel the enthusiasm. So yes it is true, his vision is 
right, right like this. We can feel it” (Interview TIO).
In addition to the clarity of vision, the participants admit that there is congruence
between organizational vision and individual’s vision and expectations. They believe
that the commitment to realize organizational vision is in line with the drive to
realize their vision as individuals. This is illustrated by the following comment,
“I think the company’s goals and visions are the result of a wide range 
of individuals, right? So we compile what Marketing did, what 
Finance did, then if their work is good they will realize the company's 
goals and objectives, and in turn they will be the company’s vision 
and mission” (Interview T07).
A positive attitude towards organizational vision was also seen as a result of the trust
in the leader. Such belief promotes a strong commitment to the vision, as a following
statement illustrates,
“We usually feel positive towards company’s vision and mission, 
because they had discussed thoroughly by the top level. [...] So 
through the articulated vision and mission, we have a strong
commitment to realizing this mission” (Interview T il).
6.5.1.3. Vision Inspire Best Performance
As described previously, the leader motivates the employees not to work with
average achievements. He encourages them to always do their best. He says that a
Muslim should strive to provide the widest possible benefit to others.
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To inspire the employees to do their best and to be the best person, the leader
explains that he often refers to, and shares, his own experiences. His following
statement illustrates this,
“Now I've created a story from my experience, and it turns out that I 
planted the teak. Because after those six years, my pay raise is never 
less than 50%, but 100%, 200%. That is how I encourage my friends” 
(Interview TOI).
Inspiration also comes from examples given by the leader, which in turn raises
employees’ confidence. He is acknowledged as someone who “walks the walk” and
“talks the talk” and always shows his enthusiasm. It is suggested that while he
encourages others to give the best, he is working to provide the best for the company
and its employees. The following comment confirmed this,
“In terms of what he had told us about the vision, about leadership, 
about motivation, about other things, he has been doing a lot of things, 
even more than what we do. [...] Yes, creating the trust, and 
eventually it encourage us to make efforts on all sides, to do our part” 
(Interview T03).
6.5.2. Hope/Faith
This section looks at findings about hope/faith which show in four subthemes, i.e., 
have faith in organization, ’do whatever it takes’ and perseverance, exert extra effort, 
and set challenging goals.
6.5.2.I. Have Faith in Organization
This study shows that the strong hope/faith of the leader and the participants were 
essentially rooted in spiritual values, particularly the belief in God. They believe in 
God's promises that He will provide solutions for any human beings that fear Allah 
and worship Him sincerely. The leader says that to inspire his employees, he often 
quotes a verse that says, “And those who strive for Us, We will surely guide them to 
Our Ways” {Qur’an, 29:69) (Interview TOI). To encourage himself and others when 
faced with difficulties, he refers to one of his favourite verse {Qur’an, 94:6), “Verily, 
with every difficulty there is relief’ (Interview TOI). He says further.
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“The important thing is that you believe that you've done your best, 
and secondly you believe in God's promises, the promises of Allah, 
then you will find a way out” (Interview TOI).
Furthermore, the leader says that he often motivates his employees with what he calls 
The Law of Harvest, the law of sow and reaps. It refers to a verse of the Qur'an (9: 
105) that says, “And say, ‘Go on working: for Allah will see your deeds, and (so 
will) His Messenger and the believers’” (Interview TOI). With reference to another 
verse, he points out that he often reminds the employees that God will record and 
reward all the good deeds, no matter how small they are.
The findings show that strong beliefs on the realization of the objectives were
accompanied by conviction that God will provide the best rewards, both material and
non-material rewards. In this regard, the leader says,
“I say, do the best over the target given by your superiors, do not 
expect any bonus or rewards. Why we should not expect anything? 
Automatically, I said so, automatically!” (Interview TOI).
“But I have faith only. And, please you should also believe, if you 
have the same conviction as mine [...] the essence of the invocations 
is the conviction, isn’t it?” (Interview TOI).
Furthermore, the participants express their conviction by looking at leadership 
practices of the leader. Their comprehension of the values and the leader’s attitudes 
and behaviours make them believe that he will provide the best for the company and 
its employees. The participants admit that their leader is a role model in work related 
issues as well as in worship. He always appears as a confident figure and “in turn this 
conviction was contagious” to the employees (Interview TIO).
According to the leader, one of the essential parts of faith is to feel closeness with
God. This is what makes a person confident. For this reason, he always motivates his
staff to be courageous and confident individuals in dealing with any problems,
whether in business, careers, families or in their social life. He says that God is the
source of his self-confidence and courage, as illustrated by the following statement,
“It is God who will give me courageous, makes me brave and 
confident to deal with the problems, to be focused” (Interview TOI).
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6.S.2.2. “Do whatever it takes” and Perseverance
The strong beliefs and expectations on the realisation of corporate vision and
objectives further affect the motivation of leaders and employees. They are willing to
do “whatever it takes” to ensure that the organization accomplishes its vision and
mission. In motivating the employees, the leader argues that someone who is close to
God never gives up. He clearly states that people like this,
“...will have the determination in coping with any problems as 
difficult as it may be” (Interview TOI).
The participants point out that one of the important principles emphasized by the 
leader is ""bekerja keras"" (to work hard). The leader always tells his employees that, 
“the important thing is that we do as much as possible” (Interview T02). The 
participants confirm that examples and motivation provided by their leader led the 
employees to do everything it takes to achieve organizational goals. One of the 
participants confirms that TMG’s employees “really have incredible loyalty and 
sacrifice for the company” (Interview T08).
The conviction to achieve organizational objectives is also reflected in the 
persistence shown by the leader and the participants, in spite of difficulties or 
discouragement. The leader points out that a Muslim should be a serious, determined 
person in any occasion. He also refers to the Qur’an, for example, to a command to 
always work hard in this verse, “So when you have finished [your duties], still labour 
hard” {Qur’an, 94:7) (Interview TOI).
Furthermore, the leader suggests that steadfastness is also indicated by a patience to 
get the results of one’s efforts. He gives the following example of his own 
experience,
“Then I flashback, I told them my destiny. I mentioned that for 5-6 
years nobody cares about my pay rise, nobody pays attention to me, 
nobody cares about my pay rise, my meal allowance; I never 
complained” (Interview TOI).
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In regard to perseverance in work, there was a related principle that has been
internalized and has become a recognized work culture. This principle is called
"fokus pasti tembus ’ (if you are focused, you must be successful). In the words of a
participant, it means that,
“Even though we are facing a tough or difficult job, but if we just do it 
one step at a time, little by little, in the end it will definitely done” 
(Interview T07).
6.5.2.3. Exert Extra Effort
Another characteristic that shows belief in organizational vision is the willingness to 
exert extra effort. Some participants mention this by the term “enthusiasm” or 
“passion.” The participants confirm that this is a characteristic of their leader as well 
as being a part of their own characters.
The leader clearly states that he often tells the employees to do the best over the
targets given by their superiors. When this attitude was adopted as a culture, a term
“militant” was attributed to TMG’s employees by external stakeholders. In fact, it
was regarded as one of TMG’s strengths. This attribute essentially means “working
far beyond the call of duty” (Interview T02). The following extract illustrates,
“It has been recognized by other companies that TMG is a group of 
young people who work day-and-night determinedly” (Interview 
T04).
This “militancy” was also described in other terms, i.e., discipline, which appeared 
due to a strong loyalty to the leader and the organization. They demonstrate this 
militancy or discipline as a result of positive work environment and the influences of 
the leader.
6.5.2.4. Challenging Goals
This study found that confidence in the organization and the leader were also shown 
by setting challenging goals, especially as shown by the leader. The leader not only 
sets challenging goals for himself but also invites his employees to do the same. For 
example, he explains.
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“Give more than the target or the job instructed by your employer. If 
your target is IM[M: Mf/yar=biIlion rupiah], for example, why didn’t 
you give IM, or 2M if you can give it right now” (Interview TOI).
Basically, this value was also inherited from the former Chairman of Jawa Pos,
Dahlan Iskan, who often provided challenging goals or projects, sometimes referred
to as 'a heroic project.' Such projects “drive people to work day and night, a project
with the impossible targets, as you might say” (Interview TOI). He says that Iskan
used to call those projects as ‘exercises’, when the staff showed a ‘business as usual’
mode of work. In turn, since he noticed the benefits of this method, he applies a
similar approach at TMG. He says,
“I give them the job targets, relatively similar type of target; the 
targets that they perceived as impossible. But I insist; it must be 
done!” (Interview TOI).
The leader admits that, in the beginning, as he had experienced before, the
employees were shocked. However, when they got used to it and received the
benefits of this method, they showed a satisfactory success. One of the participants
agrees that this method of providing challenges is sometimes necessary “to move
people from their comfort zone” (Interview T05). Another participant says,
“There must be challenges in life to generate creativity. So when there 
are challenges, when there are problems, only excellent individuals 
who were able to find the source of the problem, immediately find 
answers to solve the problems and solve the problems that became a 
success” (Interview T08).
6.5.3. Altruistic Love
Findings of this study show a number of themes of altruistic love which described 
the characteristics of the leader and the followers. These values are integrity/honesty, 
trustworthiness, loyalty, courage, kindness and compassion, forgiveness, gratitude, 
humility, patience, and kinship (see Appendix 5).
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6.5.3.1. Integrity/Honesty
The leader and the participants confirm the importance of integrity/honesty. Honesty 
is regarded as one of the most important religions values, as described by the leader, 
“To be righteous means that one should be honest” (Interview TOI).
Participants confirm that the leader demonstrates the integrity/honesty in his 
leadership. Furthermore, he always advises employees to show honesty in all 
circumstances, especially in dealing with, or offering something to, customers or 
prospective customers.
One of the participants says that the leader openly communicates internal and
external conditions affecting the company. It makes employees eager to do what is
asked by the leader. This participant explains,
“All workers do it because he told us about everything openly, so we 
could accept that” (Interview T03).
The leader’s characteristic of ‘walks the walk’ and ‘talks the talk’ is described in a 
popular Javanese term ‘jarkoni ’ (an abbreviation of “wo ngajari, ora iso nglakonf\ 
‘be able to talk but did not do the talk’) (Interview T03). Similarly, another 
participant clearly states,
“He can be characterized as one who walks the talk” (Interview T06).
6.5.3.2. Trustworthiness
The participants describe their leader as a trustworthy person who also trusts his 
employees as well as trying to build trust in the organization. For example, the 
participants feel that they are not being monitored by the leader in doing their jobs. 
The leader’s trust in his subordinates is also shown by the practice of asking for input 
and ideas from them. It showed a high level of enthusiasm in work partly “because I 
feel that there is a complete trust” (Interview T02).
Findings demonstrated that the atmosphere in TMG shows a high level of employees’ 
trust toward their leaders. It is stated clearly that the trust is “exceptionally high”
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(Interview T08). The trust in the leader also includes things beyond the job, as
illustrated by the following participant,
“The point is that we can trust him to share our concerns or our 
problems” (Interview T06).
It was also found that a high level of trust was particularly due to honesty and 
openness shown by the leader. In addition, MH’s attitude towards the faults made by 
the employees, including providing opportunities for self-improvement, have a 
positive impact in terms of high level of trust to the leader and the management team 
(Interview T08).
The participants reveal that currently there was no union in TMG? A  participant had
associated this fact to employees’ trust to the management, as he clearly states,
“We got all the rights; so there is no need for the union” (Interview 
T08).
Furthermore, it was revealed that the leader stresses the importance of promoting
trust in interacting with customers, without compromising quality. This is illustrated
by the following statement,
“Trust and promptness are important. And these are what we have 
been maintaining all this time [...] the trust must be number one; do 
not let our customer feel disappointed” (Interview T09).
Another aspect related to this theme is a principle held by Muslims that any task or 
job that is assigned to them is an amanah (trust). According to this principle, every 
time an amanah is given to someone then “it should not be denied” (Interview T04). 
They said that amanah is not only relevant in a work context but it should be applied 
outside office hours as well. It is believed that success is not only determined by 
one’s performance, but especially by her or his trust, as illustrated by the following 
participant,
“He [MH] used to say that no matter how smart someone is, if he/she 
is not trustworthy, certainly he/she will not be needed, because this is 
a big corporation, it worth trillions [rupiahY (Interview T04).
 ^ According to union laws in Indonesia (Act No. 21/2000), if  there are at least ten employees in a 
company, they can set up a union.
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6.5.3.3. Loyalty
The leader’s loyalty to his employees is revealed by participants, although some of
them mentioned it more implicitly. One of the indications of the leader’s loyalty is
the fact that he never blames his subordinates. This is clearly illustrated by the
following statement,
“He always told us that no subordinates are wrong; it's the leader who 
did the wrong, as long as what have been done by subordinates were 
not deviate from the instructions” (Interview T03).
A participant says that the most important factor that meant he and his colleagues 
were still work at TMG is the care from the management (Interview T06). Similarly, 
other participants say that, “We feel that he strongly support us, he really cares about 
us” (Interview T il) and he “really provides the best for us” (Interview T09).
The following illustration also indicates the leader’s loyalty, especially to those at the
lower level of the organization.
“And usually if it's more toward financial problems, the lower level 
employees are preferred to be “saved” first, by assuming that in terms 
of the financial aspects, the lower level workers, on one side they have 
to sweat in their job and on the other side their income was not as big 
as the income of higher level workers” (Interview T11).
6.5.3.4. Courage
The leader’s courage is shown indirectly in risky decision-making or in how he 
performed in a time of crisis in the company. He states clearly that courage and 
confidence in dealing with problems comes from God as he is always trying to get 
closer, and always 'report' any problem, to Him.
A participant says that in the face of a crisis the leader always appear calm, although 
sometimes he does not have any solutions yet (Interview T02). Another participant 
says that whenever there is a crisis,
“He usually steps in directly” (Interview T04).
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As discussed in the previous section, the leader encourages his employees to face any 
problems in their life. One of the participants adds that their leader “never shows any 
hesitation” because he believes that “God has wonderful plans for all that happens in 
us” (Interview T02).
6.5.3.5. Kindness and Compassion
This study found that the leader shows kindness and compassion to others, including 
to the customers. The words ‘empathy’ and ‘wisdom’ were also expressed by some 
participants to describe the leader’s characteristic of caring and compassion.
The leader explains that he emphasizes and encourages the values of caring and
compassion. He says that in leadership as well as in interpersonal communication,
what is needed is not just sympathy, but empathy. He says that he is very impressed
and touched by the empathy of Dahlan Iskan, a former Chairman of Jawa Pos
Group. He was inspired to do the same thing to his employees, as he says,
“I try to do the same thing to my staff. And it turns out that, the small 
things that we think as [...] things that are not valuable, are really 
noteworthy in the eyes of our staff’ (Interview TOI).
The leader strongly emphasizes that if a person truly believes in God, he or she
should get into the habit of giving. It is an attitude that should be prevailed. A
participant says that the leader always reminds the employees,
“To give first, give praise, rewards, training, recreation, giving a lot of 
things” (Interview T03)
It has been shown that the leader has a nurturing characteristic, called ngemong in 
Javanese (from 'among', consists of three nurturing components: providing affection, 
caring, and teaching and modelling) (Interview T02). Other participants describe 
their leader as “a friendly and helpful person” (Interview TIO) who “deeply cares for 
his employees” (Interview T09). Furthermore, the participants describe their leader 
as a good listener, even for the lowest level of subordinates. One of the participants 
says that this characteristic is what he likes most from the leader (Interview TIO).
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6.53 .6. Forgiveness
The leader is known as someone who is willing to forgive the employees. However, 
the participants describe this characteristic more implicitly. For example, the leader 
believes that if someone makes a mistake, it would be his leader’s responsibility, as 
long as he has followed the job instructions (Interview T03).
It has been shown that the leader always provides the opportunity for subordinates to
learn from their mistakes. He assumes that the cost incurred due to errors made
without wrong intentions is the cost of learning. In this regard, the leader had
introduced the S-curve or success-learning curve, which means,
“When you failed, actually you have learned something” (Interview 
T07).
Furthermore, the participants describe the leader as someone with a high level of
self-control, as illustrated by the following participant,
“At that moment. I’m truly impressed; the look on his face indicates 
that he was angry but the way he talked to me did not show that he 
was angry” (Interview T07).
The leader’s forgiving nature is also indicated in the way he deals with the 
employees if they make mistakes. The participants reveal that he prioritizes an 
informal and friendly approach by calling the employees to talk in private. Formal 
rules normally applied when someone makes mistakes repeatedly or did not show 
any changes in his behaviour. If the leader has to remind an employee, he does not 
talk in an offensive way so that employees do not feel cornered (Interview T03).
6.5.3.7. Gratitude
Gratitude is expressed by participants because they had found a workplace that 
provides a comfortable atmosphere and the opportunity to worship. They believe that 
in their workplace the principles of business and their spirituality can go hand in 
hand. For example, one of the participants describes the company as “the best of all, 
the most comprehensive and the most balanced in all its composition” so he
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considered that “working here is like an enjoyment” (Interview T08). Another
participant clearly states,
“For me, working here is already satisfactory, Alhamdulillaah (Praise 
be to Allah)” (Interview T04).
They are also grateful because the leader and the company gave room for creativity
as well as an ample opportunity for self-development, which is regarded as an
appreciation from the leader. Some participants who used to work elsewhere say that
they did not receive such appreciation in the past so they felt grateful for getting a
better workplace. A participant says,
“Here I think I have more blessings. I have more blessings and I can 
be more beneficial here; for others, for myself, for my family, and for 
all; while in the previous place, no” (Interview T09).
According to the leader, gratitude is the nature of a Muslim with strong faith. He 
argues that “to think positively, in the language of religion, [is to] be grateful” 
(Interview TOI). Furthermore, the leader says that he advises the employees that for 
any circumstances, one must accept it with gratitude. As one of the sources of this 
spiritual value, he refers to a verse of the Qur'an which means, “If you are grateful, I 
will surely add more (favours) unto you” {Qur'an, 14:7). In this regard, one of the 
participants explicitly says that “my role is to be grateful and seeks to change a 
negative into a positive” (Interview T03).
6.5.3.S. Humility
The leader and other participants show humility as one of their characteristics. The
leader says that he believes in the importance of demonstrating humility and tries to
make himself as an example. The participants describe the leader as a humble person.
Some participants also describe him as an egalitarian or a low profile leader, as
illustrated by a participant,
“He is a very low profile leader. We rarely have a leader like him” 
(Interview T11).
Another participant describes the leader’s character in a Javanese term as ngasor 
(Javanese: humble, low profile) (Interview TIO). It means that he could move from
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the top to the lowest level of employees to discuss organizational goals, to talk about 
his plans or probably to encourage employees.
The leader’s humility is also demonstrated when he was asked about the secret of his
success in business or as a corporate leader. He replies,
“I’m confused because honestly [...] I have to say honestly, I do not 
have a theory or a specific secret. Yes, I do what I have to do, perhaps 
because Mr Dahlan gives me those examples” (Interview TOI).
In the eyes of the participants, as well as admitted by the leader, he never hesitates to 
say that he did not know about something and ask for opinions from others. For 
example, one participant states that “he will also take feedback from employees” 
(Interview T06). This is another indication of the leader’s humility.
The leader is recognised as being open to criticism, as one participant says,
“If we are criticizing his decision and obviously it makes sense, he 
will take it sincerely” (Interview T02).
His friendliness and his attitude of never keep his distance from anyone is also 
revealed. The leader’s humble character is described in a Javanese term, namely 
ngombyong (Javanese: to support [an endeavour, etc.] by joining its proponents; to 
come together, to accompany) (Interview T02). It is described as a pesantren-likQ 
culture and is attached very strongly in the leader and “that's what made my friends 
feel very close [to him]” (Interview T02). Furthermore, it is stated that being polite is 
one of MH’s strengths (Interview T03).
6.S.3.9. Patience
The leader describes patience as an optimistic attitude. He says,
“To be confident to face the future is called patient or optimistic” 
(Interview TOI).
In his latest book, he (Huda, 2012) also mentions what he calls “the power of 
patience” as one of important characteristic of a spiritual leader. He says that to have 
patience as a character, one must maintain her/his closeness to God. Someone would
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be more patience when s/he get closer to God as s/he ‘absorbs’ the patience from His 
Strength (Huda, 2012). The participants mention patience as a trait that stands out 
from the leader. They are impressed by the leader’s nature of patience, which is also 
indicated in his self-control.
The leader says that he often reminds his employees to preserve their patience,
especially in waiting for the outcome of their endeavours. He says,
“You have to be patient because the harvest will be ten years or 15 
years to come” (Interview TOI).
6.5.3.10. Kinship
This study found a new theme, i.e., kinship. I include this theme as one of altruistic 
love values for two reasons. Firstly, it is found repetitively from the interviews with 
all participants. Secondly, it is characterized by friendly relationships and ‘family’ 
type of interaction that reflects care and concern for others.
Kinship is characterized by, among others, the personal approach or ‘family’ type of
interactions between management and employees or between employees, and the role
of the leader as a “father” for his employees. Hence, it also reflects care and concern
for others as a leader treats his employees or his colleagues as he treats his family.
The leader and the participants reveal a strong kinship/family culture in TMG. This is
illustrated by the following statements,
“The culture that the relationships between employees are not just a 
superior-subordinate relationship, but a kinship [...] [For the leader] 
team work is good but family is better” (Interview T02).
“Kinship is of greater value than team work” (Interview T03).
One participant explains that the company is no longer thinking about team building 
but “had entered a kinship atmosphere” (Interview T03). It makes the employees 
experience a comfortable interaction with fellow employees. He also admits that 
conflicts may occur between employees, but this atmosphere would help the problem 
be overcomed quickly. Participants reveal that a strong kinship atmosphere 
contributes to employees’ loyalty to the company.
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Some participants suggest that the leader is not only their formal leader but also a
“father” (Indonesian: bapak), as illustrated by the following example,
“Actually, in my opinion, he was not as a leader. He appears more as a 
father {bapak) in this company. Because from his leadership it seems 
[...] he is really plays his role as a father” (Interview T04).
Moreover, it is identified as a dominant element of MH’s leadership. Another 
participant says that she and her friends feel comfortable because “we have a good 
father” (Interview T09).
The participants also describe the leader’s approach towards the employees as an 
informal or personal approach, which also referred to religious values. This is partly 
seen in relationships and communication patterns among organizational members. 
The leader will respond directly to various issues expressed by his employees, “either 
it is a work problem or a domestic/personal issue” (Interview T04). It is argued that 
this approach, in turn, would have positive impact on employees such as “the staffs 
are encouraged and revived” (Interview T08) and “I could feel more comfortable” 
(Interview TIO).
6.5.4. Inner Life/Spiritual Practices
The following sections discuss findings about the inner life as a source of spiritual 
leadership. The developed themes are: hopeful about life, consider oneself as a 
spiritual person, care about spiritual health of others and maintain a spiritual or 
religious practice.
6.5.4.I. Hopeful About Life
The leader and the participants describe this aspect of inner life in terms of their 
positive attitude and optimism. To describe a positive attitude and optimism in life, 
the leader says that he often cites a favourite verse in the Qur'an, i.e., “Verily, with 
every difficulty there is relief’ {Qur’an, 94:6). In fact this verse is repeated (in the 
same Chapter of Qur’an) to confirm God’s promises that with every difficulty there
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is ease (Interview TOI). He also quotes another verse which means, “And to your 
Lord (Alone) turn (all your intentions and hopes) and your invocations” {Qur’an, 
94:8) as a foundation of one’s conviction and optimism (Interview TOI).
A participant describes his expectations and optimism towards life through his 
conviction that “the sustenance will come at the right time” (Interview T07) as long 
as someone do his best and realize that all truly comes from God. He also quotes 
MH’s word about “sow and reap” and believes that this is “a part of work 
spirituality” (Interview T07).
6.S.4.2. Spiritual Person
The notion of the leader as a spiritual person is supported by the findings. For
example, it is illustrated that every time he is faced with a serious problem,
“[The leader] would pray first, either Dhuha or Tahajjud and other 
prayer” (Interview T02).
It is indicated that the leader always believes that when we maintain closeness with
God, He will provide solutions. When employees are faced with problems, the leader
always motivates them not to give up, “just go ahead, the provision is the authority of
Allah; it is not in our control” (Interview T04). It is revealed that in every
conversation with the leader, there are quotations of verses from Qur’an, as
illustrated by a participant,
“He's delivered a hadith or a quote from the Qur’an first, and then he 
translated these into everyday language” (Interview T il).
The leader is known as a strong practitioner of Islam. In additions, in the eyes of the 
employees he was appreciated as an ustadz (religious teacher) or a da ’i (preacher). 
This is likely to be caused by the fact that he often performs khutbah (sermon) in 
Friday prayer, either in the office or elsewhere.
Furthermore, the leader says that he often encourages employees to view work as 
part of worship. It is confirmed that this view was attached to the participants in 
general, as exemplified by the following statement.
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“It means that when I am accountable, responsible for the company, 
for my abilities, I work with a good work ethic, I think this is a form 
of worship as well” (Interview TIO).
Therefore, they are not pursuing materialistic goals. Spiritual values derived from 
their religion become the main source of work motivation while the money “is not 
going to motivate us as strong as if we were motivated to worship” (Interview T il). 
A participant says that if money or materials things were objectives, “frankly we 
cannot work peacefully” while if working is perceived as worship, “we work 
wholeheartedly” (Interview T07). He adds that without a transcendental relationship 
(with God) we would not get any results and our life becomes empty.
6.S.4.3. Care About Spiritual Health of Others
The leader and the participants did not only show their characteristics as spiritual
persons but care about spiritual health of others as well. A participant says clearly,
“My personal aspiration is that I want to preach (dakwah) here; [...] 
when people act in bad manners, bad characters, it is also our duty as 
well” (Interview T04).
This participant says further that by working at this company, he wishes to inspire 
religious values to his friends so that in addition to his work he can also delivers the 
good things to other people.
Another participant says that every employee should participate and engage in 
spiritual activities organized by the company, such as “Morning Invocation” {Do ’a 
Pagi) (Interview T07). He says that in this occasion the leader always inspires, 
reminds and motivates the employees with spiritual values quoted from Qur'an and 
hadith. He delivers a range of topics that contain moral messages in everyday 
language which is easily understood. He also demonstrates care about employees’ 
spiritual wellness by reminding them to perform rituals worship regularly.
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6.S.4.4. Spiritual or Religious Practices
This study found that the participants have been observing a variety of religious 
practices, especially prayer (shalat) and invocation {do ’a). In addition to the five 
times obligatory prayers required of all Muslims, the leader observes sunnah 
(voluntary; recommended) rituals such as Tahajjud (night prayer), Dhuha (a 
voluntary prayer performed between dawn and noon prayer), and voluntary fasting. 
According to one participant, when MH arrived at the office, he usually will first 
perform Dhuha (Interview T04). He also encourages the employees of the 
importance of Dhuha, which he described as a “business” prayer.
TMG also has a number of regular programmes aimed at all employees, namely 
weekly sermons or Islamic study circle (every Saturday) and ‘Morning Invocation’ 
{Do ’a Pagi) which is organized every Monday. In these occasions, the leader gives 
advice and suggestions, “which are beneficial for us as his subordinates” (Interview 
T09). On some occasions, this Islamic study circle also involves family members.
Besides obligatory and voluntary prayers, the leader invites employees to perform 
Ptikaf at the mosque. Furthermore, at the day of fasting, he asks his staff to give a 
short lecture (it is called kultum: kuliah tujuh menit; literally means ‘seven minutes 
lecture’) after Dzw/iwr prayer.
In addition to the ‘Morning Invocation,’ TMG also organizes spiritual training once a 
year. In general, as a participant says, it is the atmosphere of worship and the 
opportunity to perform prayers in congregation that make them feel “very 
comfortable” (Interview T06).
6.5.5. Other Elements of Spiritual Leadership
This study found two new themes that are not mentioned in Fry’s spiritual leadership 
theory, at least explicitly. However, these themes will be discussed as in some
I ’tikaf is an Islamic practice consisting o f a period o f retreat in a mosque for a certain number of  
days in accordance with the believer's own wish. It is most common during the month o f Ramadan, 
especially in the last ten days.
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literatures (e.g., Ather & Sobhani, 2007; Beekun & Badawi, 2009; Fairholm, 2011; 
Kriger & Seng, 2005) they are considered as spiritual values. These themes are (1) 
the leader as a role model, and (2) sincerity (see Theme 3.5 in Appendix 5). The first 
theme describes specific characteristic of a leader while the second theme not only 
describes a leader’s characteristic but also the values promoted and adopted by both 
leaders and employees.
6.5.5.I. The Leader as a Role Model
The conception of the leader as a role model is supported by research findings. As a 
role model, the messages that he gave in many aspects, either personal or business, 
were accompanied by examples of consistent attitudes and behaviours. Some 
participants explicitly mention the leader as a role model, especially in the workplace 
context, while others confirm that he is a person who regularly provide exemplary 
behaviour, although they are not explicitly refer to the term ‘role model.’
A participant who explicitly mentions the leader as a role model comments,
“He serves more as a role model. For example, to motivate the staff, 
he comes early in the morning. Then when he arrives at the office, 
first he will perform DhuhcP (Interview T04).
As described in Section 6.5.3.5., one participant says that the leader has a
characteristic of ngemong (indicated by three nurturing components: providing
affection, caring, and teaching and modeling) (Interview T02). This participant
asserts that as leader, he always gives more examples through his attitudes and
behaviours. Another participant describes,
“He did not impose anything, but unavoidably people will see him, 
understand him, and understand his methods. So, there is no such 
impression that we are being told to do something” (Interview T07).
Furthermore, his character as a role model is also transmitted to his subordinates. 
One participant says that he imitates what the leader did and applies them to his 
subordinates. He adds that this is also.
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“Our way to transfer the culture of hardworking, so people can see, 
‘oh it’s true that the leaders are willing to step in, eager to keep 
themselves busy’” (Interview T05).
6.5.S.2. Sincerity
Sincerity is a trait that should normatively be possessed by every Muslim (Al- 
Mawdudi, n.d.). However, it is obvious that in real life not everyone shows this 
attribute. Therefore, the leader says that he consciously encourages this attitude 
towards himself and his employees. The participants also mention the importance of 
sincerity. Some participants say that sincerity is absolutely necessary if we perceive 
working as worship. They believe that when they already do their jobs sincerely, they 
will get better results.
Consistent with general definition of sincerity {ikhlas), the participants interpret it as
the intention to work only because of God and do not expect rewards from human
beings. This is illustrated by the following statement,
“Sincerity means doing something without asking anything in return.
So we just do it; do our best without thinking about what we are to get 
in return” (Interview T09).
In this regard, the leader also motivates his employees by saying,
“Do the best over the target given by your superiors, do not expect any 
bonus or rewards. Why we should not expect anything? 
Automatically, I said so, automatically!” (Interview TOI).
He went on to say that salary is only “a small fraction of the rewards given by Allah, 
a bonus, to those people who are willing to work sincerely, to worship sincerely” 
(Interview TOI). He also tells employees that one element of sincerity is not to blame 
others when we are in trouble. One participant adds that sincerity means that we are 
always aware of God's presence in doing our business. Accordingly, the important 
thing is to prepare and perform well, no matter what the result is (Interview TIO).
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6.5.6. Spiritual Well-Being
The expected impact of the manifestation of spiritual leadership is spiritual well­
being (Fry, 2003, 2008, 2013; Fry et ah, 2011). In this case, spiritual well-being is 
indicated by two elements, i.e., calling and membership.
6.5.6.I. Calling
In this study, calling is indicated by two themes, i.e., work makes a difference in 
people’s lives and work is meaningful. The participants state that the work they do 
provides positive impact on others: their family, co-workers, customers, or others 
outside the organization. In this regard, the leader says that he frequently reminds the 
employees of a hadith of the Prophet which says, “The best of men are of those who 
provide the most benefit” (Interview TOI). In business terms, he says further, the 
benefits can take the form of profit or any other forms which is useful to our fellow 
human beings. Accordingly, when someone is working, he or she should try to 
benefit as many people as possible.
One of the participants says that when the company is faced with adversity, the
leader used to say that he could have been thinking about himself and quit the job
because he is satisfied with his life, but he says,
“I am thinking about my workers, thinking that behind my shoulder,
[...] there are my employees, 700 employees plus three persons in 
each family” (Interview T02).
Hence, this participant also describes his work as a “moral responsibility” (Interview 
T02). Another participant states that through their jobs, they can do good deeds to 
their colleagues as well as provide benefit for their family, the company and other 
people (Interview T04). Similarly, a participant explains that he wants to “make 
something useful for my company,” to “realize ideas and then it is beneficial to the 
company, for other people” and this opportunity that makes him feels comfortable 
working in this company (Interview T05).
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Furthermore, apart from the salary, other things such as a comfortable working 
environment, opportunities for learning and self-development, and the opportunity to 
deliver good things as well as to provide benefits for the company and others, are 
also perceived as important factors in work. These may be perceived as higher 
purposes that they want to pursue which, in turn, give them satisfaction.
One participant who used to work elsewhere says that even though in the previous
place he received bigger salary, he feels more comfortable working in TMG,
especially because of the spirituality that he felt (Interview T08). Another participant
who also used to work in another place adds,
“Here I think I have more blessings [...] and I can be more beneficial 
here. I can be beneficial for others, for myself, for my family, and for 
all; but if in the previous place, no” (Interview T09).
The participants clearly demonstrate that they have a sense of meaningful life as they
have a higher purpose in their job: to worship God. In this respect, a person is
considered successful if he lives his life as God intended, not as he wants. Therefore,
work is not assessed solely from salary that one earned. The material rewards are no
longer regarded as primary objectives. In the words of a participant,
“I can feel, indeed when our intention is not purely to seek for wages, 
our energy was different; it was different” (Interview T il).
6.5.6.2. Membership
Another expected impact of spiritual leadership is membership. Membership is a 
sense of being understood and appreciated that is created by altruistic love. In this 
study, membership is showed in participants’ description of how the leader and the 
company appreciates people and their work, shows respect to employees, values 
every individual as a person, and how employees feel highly regarded by the leader.
The participants describe how the leader and the company appreciate employees as 
well as to the work they did. The recognition of employees’ contribution is shown, 
for example, in the form of employee involvement in decision-making. One 
participant said that before MH was appointed as the CEO, technical meetings
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involving staff from various departments were rarely conducted (Interview T02). 
While in the past the employees were only told about the decision, MH asks for 
opinions and input from employees and gave them the opportunity to provide ideas.
The leader and the company appreciate the employees through tangible and 
intangible types of rewards. As mentioned above, the leader often asks for 
employees’ opinions and ideas. He also provides “flexibility to innovate and 
improvise” and “if we do it properly and the result is positive, we are appreciated” 
(Interview T03). Another reward is given in more tangible forms such as promotions, 
the assignment to new tasks, traveling abroad, salary increase, bonus and other forms 
of reward. One of the participants describes that these rewards have been “very 
generous” (Interview T03).
Another type of appreciation is the opportunity for self-development. It is revealed
that the leader and the company provide a wide opportunity for self-development,
whether through formal education, training programmes, or job assignments. This is
illustrated by the following statement,
“Here the board of directors such as Mr MH provides widest 
opportunities for us to learn” (Interview T il).
Similarly, another participant gives a following illustration,
“But for development, self-development, here we've got [...] I’m 
quoting his jargon, diajangin ombo [Javanese: given a spacious place] . 
Meaning that we are given the opportunity, just what you are willing 
to learn, and I’ve really experienced this. [...] And I think its value is 
more than just wages” (Interview TIO).
The participants show that the leader appreciated the results as well as the process, as 
a participant says that “the process was greatly appreciated” (Interview T08).
The leader’s respect for others is also demonstrated. In fact, it is argued that respect 
has become a part of organizational culture. One participant says that “sincere 
respect” from the leader makes the employees feel valued (Interview T02).
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Respect for the employees also showed when the leader gave advice or reprimanded
an employee who made a mistake. He always talks persuasively. It was shown that
he never reprimands his staff in public, and this makes them,
“...feel more embraced; more respected [...] the employees are happy 
when they are respected” (Interview T07).
The company’s commitment to value its employees as individuals can also be seen 
from its programmes and its value statement. This is reflected in one of the 
company’s missions, i.e., “to create a synergy between HR optimization, technology 
and systems.” In one of its value statements, it says that “’Morning Invocation’ 
{Do ’a Pagi) is not a tradition but a way of communication and an expression of 
closeness between leaders and employees” (www.temprina.com).
Closely related to ‘respect’ as mentioned above, MH is also seen as a leader who 
values his employees as a person. Not only that they got the freedom to explore their 
ideas, but “we even given the freedom to make it happen but responsibly” as well 
(Interview T05). It was confirmed that the leader’s appreciation make the employees 
“feel highly valued” (Interview T02).
6.5.7. Individual and Organizational Outcomes of Spiritual Leadership
Spiritual leadership results in spiritual well-being which in turn affect individual and 
organizational outcomes, i.e. organizational commitment and productivity, financial 
performance, employee life satisfaction, and corporate social responsibility (Fry, 
2008, 2013). In this study, the discussion about the outcomes of spiritual leadership 
will be limited to three themes emerged from data analysis: organizational 
commitment, productivity and efficiency, and satisfaction.
6.5.7.1. Organizational Commitment
Organizational commitment is defined here as “the degree of loyalty or attachment to 
the organization” (Fry, 2008, p. 118). In this study, it was indicated by four 
subthemes, i.e., feel like ‘part of the family,’ loyalty to organization, a sense of 
belonging, and feel proud of the organization.
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This study shows that the participants felt as a part of the company’s big family. For
example, one participant explains,
“This is no longer a common employees’ relationship but have come 
to the value that this is my family” (Interview T02).
The leader often states that the company also belongs to employees so that “we feel 
that it is a part of us” (Interview T03). Another participant describes this situation in 
a form of comfort that they felt when interacting with their leaders and colleagues. 
This feeling was also expressed in the form of flexibility to help each other in 
different departments and provide input as well as criticisms to them. One participant 
says that the atmosphere of togetherness was strongly felt as when they encountered 
a crisis they will share the same feelings and determination to solve the problems, for 
example by praying together (Interview T09).
Organizational commitment was also manifested in loyalty to the leader and/or to the 
organization. The participants believe that they had found the right workplace and 
have no intention to move to another place. There were several factors contributing 
to this, such as a comfortable atmosphere and working environment (Interview T02; 
Interview T03; Interview T04), satisfactory material rewards (Interview T03), the 
opportunity for self-development (Interview T03), the leader’s motivating and 
inspiring leadership (Interview T04), and the attention and treatment of their leaders, 
especially MH (Interview T04). The last factor is also illustrated by the following 
statements,
“The most important thing that makes us still work here is the care 
from the management” (Interview T06).
“I think that is what makes TMG's employees have a higher level of 
loyalty than any other company. Yes, if we compare the salary, 
obviously I can see that our employees receive smaller salary than 
employees of other companies. But when we talk of loyalty, I can 
assure you about TMG. One of the causes is the treatment of our 
leaders” (Interview T07).
Loyalty was also shown in the willingness to work beyond office hours and a normal 
work day. For example, one of the participants says that meeting on Sunday was a
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common practice and “nobody ever refused to get involved” (Interview T04). This is 
indicated in a casual slogan in their company, “my office is my second home” 
(Interview T il).
Furthermore, the participants express a strong sense of belonging to the company. 
The leader says that he wants to ensure that all employees have a sense of belonging. 
For the participants, working to build and develop the company was also a means to 
build and develop themselves. It was also asserted that this strong sense of belonging 
was due to employees’ involvement in decision-making.
The pride of the company was expressed by some participants, either explicitly or
implicitly. They admit that the sense of pride was often not recognized but it was felt
when people outside the company considers TMG as a great company. They feel
proud of the company especially when they meet people outside the company. The
following extracts clearly illustrates this,
“Definitely. I am really proud, I am proud to work here” (Interview 
T09).
“Indeed I am proud of this company. I am proud being a part of a 
large company, which had a fantastic network, had a capability that 
many people respected; yes, I am very proud” (Interview T il).
6.5.1.2. Productivity and Efficiency
Findings of this case show that the company’s productivity was indicated in 
following sub-themes: give one’s best effort, work quality as a high priority, 
productive and efficiency in producing results, benefits, or profits.
The leader says that he always introduces the value of giving the best. From his 
experiences since he first joined Jawa Pos Group as an electrician, the leader says 
that he never complain of his job assignments and the rewards he got. He says that he 
always giving the best for the company regardless the situations he encountered. It 
was revealed that this value of giving the best was inspired by the leader since the 
company was founded (Interview T02). Other participants say.
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“The important thing is that we have done our best” (Interview T09).
“For me, I have only one objective; I want to give my best for TMG” 
(Interview T04).
Furthermore, the participants say that to give the best, either for the company, the
customers, or other people, is the duty of all Muslim. It is also an exemplary
character of the Prophet, as a participant illustrates clearly,
“Actually we are trying our best to be as close as the Prophet, as close 
as we can. It is not possible for us to be like him [...] so we do as best 
as we can” (Interview T07).
Furthermore, a high priority on the quality of work was also identified. For example,
it was described that TMG has demonstrated the best practices with emphasis on
quality of work (Interview T07). Another participant says that one of the principles
embedded in TMG is “bekerja secara berkualitas’’ (work in quality) (Interview T03).
He explains further,
“Mr MH assertively told us that in the printing business, all this time 
our principle is three "Pas’ [pas: precise, exact], precise in quantity, 
precise in quality, and precise in time as requested by the customer” 
(Interview T03).
This study found that the participants mention about work process and productivity. 
In terms of productivity, for example, the leader underlines that a close relationship 
between leaders and employees as well as the kinship atmosphere should not 
disregard efforts to work productively. However, he reminds them that while 
working in the most efficient and most productive ways, the end result still must be 
returned to God. As he emphasizes to employees, first they have to believe that they 
have done “the best, the most efficient, the most productive efforts” (Interview TOI).
One participant mentions another principle, i.e., "bekerjalah sampai tuntas' (work 
until completed) (Interview T03). It means that an employee cannot work half­
heartedly or left the work with no results. This statement confirms the importance of 
working productively. Another participant attributed the company’s “outstanding 
productivity” to sincerity in performing the job (Interview T06).
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6.S.7.3. Satisfaction
Leadership practices based on spiritual values are also expected to lead to one’s sense 
of subjective well-being or satisfaction with work or life as a whole (Fry, 2003, 
2008). The findings show that satisfaction was indicated in employees’ perceptions 
that their life conditions were excellent and in their general satisfaction with the job 
and their life as a whole. However, the general satisfaction was revealed more clearly 
in this study. The findings show that employees’ satisfaction stem from a sense of 
membership (that they are appreciated) and a sense of calling (that they have a 
purpose and can make a difference for others).
With a few exceptions, the participants claim that they were satisfied with their work
and their lives as a whole. While admitting that it is very difficult to get an ideal, a
participant says that he has the best workplace. He adds that with all its limitations
and strengths, as a workplace TMG is,
“The best of all, the most comprehensive and the most balanced in all 
its composition” (Interview T08).
Similarly, a participant, who used to work elsewhere with higher salary, adds that she 
had found a relatively ideal workplace and working conditions (Interview T09). 
Another participant says that “Here I have already got what I expected” (Interview 
T04). One participant says that he really enjoys his job so that he regards it as “an 
enjoyment, a hobby” (Interview T08). He also describes working environment at 
TMG as “a very healthy environment.”
The participants reveal a number of reasons for their satisfaction. Comfortable 
interactions with leaders and colleagues are frequently mentioned by participants 
(Interview T05; Interview T06; Interview T il). Another participant, who used to 
work in other places in the same position, adds that the treatments from the leaders in 
TMG make him feel comfortable (Interview T06). Another contributing factor for 
satisfaction is the opportunity for self-development (Interview T il). Furthermore, 
another participant illustrates.
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“I can explore ideas, realize ideas and then it is beneficial to the 
company, for other people; it will make me extremely pleased, very 
happy” (Interview T05).
6.6. Summary
This study found that the leader perceives spirituality as religious spirituality. The 
most important element in this conception is the interconnection with God. At the 
same time, he reminds his fellow Muslims that spirituality should not be understood 
narrowly as observing the rituals. Its true meaning must be reflected on human’s 
deeds to provide the maximum benefit to human beings and living beings.
The leader in this case perceives spiritual leadership as a leadership based on a 
leader’s spiritual power. He believes that a spiritual leader must always involve God 
in all aspects of life, including in working life. In addition, a spiritual leader will 
always see his leadership status as a trust (amanah) from God. The message of this 
conception is that leaders are to serve their followers, not to dominate or to control.
The leader defines vision as a place to give meaning to our life and present the whole 
benefit for the entire human kind by being ‘who we are supposed to be.’ Whilst this 
definition reflects his appreciation of spirituality, the company’s vision and mission 
statements were not clearly shows this aspect. However, the sense of spirituality as 
the source of the leader’s vision can be observed more clearly in respect to his 
personal vision.
It was found that for the leader, success is essentially a journey. His definition of 
success is clearly stems from his appreciation of religious teachings. He also believes 
that the complete success of a leader is a successful leadership in the workplace, in 
the family, and as a servant of God Almighty. He calls this “holistic success.”
The study found that the leader applies a consultative approach in decision-making. 
However, it was not clear whether this choice of decision style was directly come 
fi-om his religious beliefs.
140
To incorporate spirituality in the organization and to the general public, the leader 
applies a variety of methods. Internally, he designs programmes such as ‘Morning 
Invocation’ and a regular Islamic study circle. In addition, he always reminds the 
employees to carry out mandatory and voluntary religious worship. To the public, he 
disseminates his experiences of practising spiritual leadership through his books and 
motivational seminars and trainings.
In his vision, the leader emphasizes the importance of always doing and giving the 
best. This is one of the manifestations of the faith in God. The leader’s vision was 
considered as a clear and compelling vision. Other than the content of the vision, it 
was a result of his ability in communicating the vision and his reference to religious 
values. The commitment to the vision was also demonstrated. The participants 
confirm that the leader’s vision has inspired them to show a better performance. 
Whilst most of the participants confirm that the vision was clear and convincing, it 
was unclear whether its formulation was involving organizational members at 
different levels to ensure their commitment to the vision.
The strong hope and faith in the realization of company’s vision and objectives were 
basically derived from the spiritual values which refer to the faith and closeness to 
God. The leader and the participants believe that God will reward people as long as 
they do their best efforts. In addition, the strong faith comes from the participants’ 
experience and observations of the everyday leadership practices of the leader. In 
turn, it has been motivated them to do whatever it takes and show enthusiasm and 
determination to realize company’s vision. As recognized by the participants, the 
leader always exemplifies and transmits the determination in working toward the 
goal achievement.
The findings demonstrate the values of altruistic love which was derived from the 
appreciation of religion through the observance of religious practices. The most 
important value mentioned was integrity/honesty. Honesty was seen as the most 
important religious value. Other altruistic values found were trustworthy, loyalty.
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courage, kindness and compassion, forgiveness, gratitude, humility, patience, and 
kinship. Kinship may be regarded as a typical value expressed by all participants. 
They confirm that the relationship in their organization was no longer a formal 
relationship between leaders and subordinates. It was characterized by the ties of 
kinship which caused them to feel like in a family.
Both the leader and most of the participants perceive spiritual practices or religious 
rituals as a very important aspect of their lives. It cannot be separated from their 
working lives. As religious persons, they intensely observe religious worship, 
especially prayer {shalai) and invocation {do a). The inner life was also reflected in 
the sense that they feel hopeful about life and care about spiritual health of others. 
Furthermore, they see all activities of a person, including work, as worship to God.
This case study found two new themes, i.e., leader as a role model and sincerity. 
They were regarded as a part of altruistic values since they were assumed to have a 
more direct association with spiritual values of a leader. They were also considered 
as spiritual values in some literatures. However, these concepts need a further 
investigation.
Other findings of this case were the direct impact of spiritual leadership, i.e., the 
spiritual well-being, and the implications that follow from this condition, i.e., a 
number of individual and organizational outcomes (organizational commitment, 
productivity and efficiency, and satisfaction). In relation to the purpose or meaning 
of work, nearly all participants interpreted working as worship to God. Therefore, 
money and other materialistic rewards were no longer regarded as a primary drive. In 
addition to the worship of God, working was also seen as a means to benefit others.
Spiritual well-being was also felt in a sense of being appreciated, both by the leader 
and the organization. All participants confirm that the leader and the company has 
been appreciated the employees and their work. In addition to material rewards, 
ample opportunity to learn, self-development, and opportunity to express ideas freely 
were regarded as exceptional appreciations.
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This case study found that spiritual well-being of the participants has positive 
impacts on individuals and organizations. A strong organizational commitment was 
expressed in the form of loyalty to the organization, a strong sense of belonging, a 
sense of pride in the company and a feeling like a part of family.
Another impact of spiritual leadership on the company was productivity and 
efficiency. It was shown, among others, in the form of efforts to always provide the 
best, the priority on quality and a productive and efficient work processes. The 
participants confirm that the leader has been cultivating the value to provide the best 
in work. Priority to the quality of work was indicated by one of the work principles, 
i.e., 'bekerja secara berkualitas^ (work in quality), while the principle of 'bekerja 
secara tuntas" (work until completed) emphasizes the importance of working 
productively.
At the individual level, the positive impact felt by the participants were job 
satisfaction and satisfaction with life as a whole, although the latter was not 
expressed explicitly by the participants. The study found that employees’ satisfaction 
stem from a sense of membership (that they are appreciated) and a sense of calling 
(that they have a purpose and can make a difference for others).
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Chapter 7
The Case Study of Spiritual Leadership of Bhakty Kasry
7.1. Introduction
The second case study consisted largely of semi-structured interviews with Bhakty 
Kasry (CEO of Pandu Logistics) and nine employees. The criteria applied to select 
this case were described in Section 5.4. Apart from the CEO, of the nine participants, 
three were members of the board of directors, four were senior managers, one was 
junior manager and one was administrative staff. They had a minimum of two years 
of working at the firm, with an average of 8.5 years of service. Each participant’s 
transcript was assigned a three-character code, starting from POl (the leader) to PIO. 
All quotations taken from the interviews were marked by “Interview” and followed 
by participant’s code (for example, “Interview POl”), while excerpts from other 
sources will be indicated by the author’s name and year of publication.
The initial template in this case was originated from the final template previously 
developed in the first case. The final template consists of five main themes, similar to 
the themes in the first case (See Section 6.1 for the complete list of themes).
This chapter consists of six substantive sections. Following the introduction is the 
description of general information about the leader and the company. The third 
section provides findings and analysis of the leader’s perceptions of spirituality and 
spiritual leadership. The next section looks at the manifestation of spiritual 
leadership. The fifth section continues with the description of findings and analysis 
of the employees’ perception of spiritual leadership and the impact of spiritual 
leadership. The last section summarizes the findings and analysis of this second case 
study.
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7.2. General Information about The Leader and The Organization
At the time of the study, Bhakty Kasry (BK) was the founder and CEO of Pandu 
Logistics (PL), one of Indonesia’s biggest express courier and logistics services. PL 
logistics network was supported by over 2,500 employees and 500 vehicles located 
in office buildings and warehouses across 150 Indonesian cities.
PL Group consists of three dedicated logistics providers (www.pandulogistics.com). 
The flagship company of PL Group is PT. Pandu Siwi Sentosa, specializes in 
domestic express delivery, warehouse management and distribution services. Pandu 
Siwi Sentosa (PSS) was established by BK in 1992. Pandu Logistics is a brand name 
for PT Pandu Siwi Group which was established in 2000. PT Tritama Bella 
Transindo handles domestic land and sea transportation and relocation, and PT. 
Indah Jaya Express covering international sea and air fi*eight.
Prior to founding PSS, BK used to work at two automotive dealers as a salesman and 
then moved to DHL from 1982. His last position at DHL was National Major 
Account and Sales Development Manager. In 1992, he had decided to move out of 
DHL and established PSS in Jakarta and opened five branches in Medan, Balikpapan 
and Samarinda.
In 2008-2012, he was one of the trustees of Asperindo {Asosiasi Perusahaan Jasa 
Pengiriman Ekpres, Pos dan Logistik Indonesia!Assocmtion of Indonesia Express 
Delivery Service Companies). Outside of his business activities, he is a chairman of 
Pandu Mardhika Foundation, which is engaged in social activities.
7.3. The Leader’s Perception of Spirituality and Spiritual Leadership
The two following sections (Section 7.3.1 and 7.3.2) discuss the findings and 
analysis of the leader’s perception of spirituality and spiritual leadership.
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7.3.1. The Leader’s Perception of Spirituality
In his conception of spirituality, the leader perceives it as an identical concept with 
religiosity or religion. In the interview as well as in other secondary resources, he 
always says that religious values should be emphasized. This is exemplified by the 
following extract,
“We have to prepare that what we do is to be completely on the track, 
in terms of religion; that's what I worry about. So what we do in our 
jobs or business or organization, God willing, the direction should be 
toward the religion” (Interview POl).
In the business context, he argues that leading a company requires piety or devotion. 
From his point of view, spirituality should be interpreted as religious worship that 
leads to human attitudes and behaviours in everyday life, because this is God's 
orders. He says,
“When a person has the discipline of prayer, discipline in following 
God's commandments, then automatically, logically he would perform 
a good work instinctively” (Interview POl).
The leader believes that in all aspects of life, including business, the task of human 
beings is merely to perform the commands of God in order to attain salvation in this 
world and in the hereafter. He believes that by performing religious teachings such as 
shalat (prayer), paying zakat and giving sadaqah (alms), the business will get 
blessings from God. He realizes that implementing the principles of religion in all 
aspects is not an easy task since it involves other elements outside the company. 
However, he wishes that his business will be able to move towards the 
implementation of religious principles.
A similar understanding was also found among the participants. For example, one 
participant states,
“I think the good management practices are also in accordance with 
what religion teaches us” (Interview P02).
Another participant says that motivating people will be easier if it was driven by the 
spiritual element (Interview P03). He argues that if the good principles of doing
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business, such as honesty and kindness, are perceived as religious teachings that
must be observed, this will have positive impact on employees. Therefore, he adds,
“I think the religious principle must absolutely be applied in a 
company like this” (Interview P03).
Furthermore, religious spirituality was explained as the 'opposite' of material things. 
The participants reveal that spiritual enlightenment provided by the leader 
emphasizes the importance of improving the quality of one's spirituality and not just 
pursuing the material. Again, the leader strongly emphasizes religious principles in 
shaping employees’ characters, although it was recognized that a change in a 
person's character does not just happen instantly. BK states clearly that these are 
absolute principles that cannot be negotiated.
The participants describe the company as a religious company running on business 
principles that are consistent with Islamic teachings. In addition, one BK’s personal 
mission is to create worship programmes. He puts emphasis on the importance of 
linking all of our purposes to religion. As illustrated by one participant, the 
atmosphere created here was an Islamic (or religious) work atmosphere that 
“encourages us to think about the afterlife as well” (Interview P08).
Furthermore, in his conception of religious spirituality, the leader mentions two 
important elements of spirituality, i.e., the interconnection with The Higher Power, 
and the interconnection with human beings. However, he does not explicitly talks 
about the interconnection with nature and all living things.
As a Muslim, for BK, the concept of the “Higher Power” actually refers to “God” or 
''AllahP He seems to put a strong emphasis on the interconnection with God in his 
conception of religion and spirituality. He emphasizes clearly that business and work 
is worship to God, a trust (amanah) as well as God’s command. All should be done 
only for the sake of Allah (lillahita’ala). He believes that the vision to survive in the 
world and in the hereafter should be realized by carrying out religious teachings.
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According to the leader, the quality of one’s relationship with God can be observed
particularly in her or his piety (taqwd), which means to keep God’s commandments
properly and keep away from all of His prohibitions. He says that if someone
maintains her or his obedience and closeness to God, he or she will be blessed, as
illustrated by the following statement,
“If we are close to God, God also guides us. If we obey God, God 
guides us, make us healthy, our faith and piety are strengthened” 
(Interview POl).
Furthermore, the participants reveal that the leader encourages them to have the 
intention of treating their work as worship to God, as described by the following 
participant,
“He did not build a system that is really strong to control the 
employees, but he infused them with understanding, with the 
paradigm that your work is worship” (Interview P02).
The leader also emphasizes the importance of intention (niat) of one’s actions. In this
respect, the intention of every action should be directed only for God, in accordance
with His guidance through the Qur'an and the hadith of His Messenger. This is
illustrated by the following extract,
“We just leave it to God. So the effort and prayer is our duty, but it is 
not mandatory to be successful since the result is in God’s disposal.
So we are not allowed to claim something, “Well, I've already prayed.
I've already make my effort, I was resigned to God, why there's no 
result?” We should not behave that way. It's called a prejudice toward 
God” (Interview P06).
The interconnection with human beings was manifested in good deeds or in 
maintaining a good relationship with them (hablumminannaas: the relationship with 
human beings), whether subordinates, co-workers or other people. In this regard, 
spirituality was understood as a manifestation of faith or religious values into 
everyday behaviours. Apart from the obligations to God, human beings have 
“obligations to our fellow human beings” (Interview P08). In other words, people 
can be regarded as practising their religion properly if religious values have made 
impact on their behaviour.
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The leader strongly emphasizes the giving alms and tries to develop this as a culture 
in the company. He even says that one of the manifestations of piety (taqwa) is “to 
give alms in hard times and in comfort times” (Interview POl). In fact, this alms 
giving activity was regarded as one of the leader’s main characteristics.
To sum up, the leader essentially perceives spirituality as religious spirituality, in 
terms of observing religious teachings sincerely. The most important element in this 
conception is the relationship with God. More specifically, he argues that spirituality 
needs to be interpreted as ritual worship that should be manifested in one’s attitudes 
and behaviours in everyday life. He strongly emphasizes the importance of 
maintaining a relationship with God through the obedience to His commands and 
observing His rules in all aspects of life. Furthermore, the leader emphasizes the 
importance of doing good deeds to other human beings, especially through alms 
giving.
7.3.2. The Leader’s Perception of Spiritual Leadership
The leader believes that to be a spiritual leader means to be “an obedient and devout 
leader, who is close to Allah” (Interview POl). He argues that leading a business 
organization with spiritual values is essentially to implement the example of Prophet 
Muhammad, especially in performing worship to God. In this respect, he emphasizes 
that as a leader he should act as a model of the obedience to God and in carrying out 
His provisions consistently.
BK’s conception of spiritual leadership, with worship as a form of obedience and 
closeness to God, was confirmed by the participants. One of the participants 
confirms that in leading the company, the leader has been “focusing more on 
spirituality” (Interview P03). For the leader, someone, especially those at the top 
management level, will not be able to lead effectively if her or his worship is not 
conducted intensively (Interview T04). A leader must have a balance between the 
technical and managerial competence and the intensity of worship since this is what 
will lead to respect fi-om her of his subordinates.
149
Another participant says that for the last ten years, in performing his job as a
businessman as well as a servant of God, the leader “is committed to fulfil worship”
(Interview P06). He was also identified as “an Islamic manager” (Interview P08) or
“an Islamic or religious leader” (Interview P09). This following statement illustrates,
“It's obvious that he wants to integrate religious principles with this 
business practices; it is obvious, very obvious” (Interview P08).
As one of this study’s objectives is to examine of the elements of spiritual leadership 
and its impact on organizational members, participants’ perception on spiritual 
leadership will be discussed in more detail in Section 7.5.
7.4. The Manifestation of Spiritual Leadership of BK
It can be assumed from the findings that the spiritual leadership of BK was affected 
by a number of events in his life, including the course of his career working as a 
professional in other companies until he set up his own business. Even though he did 
not come from a family with a deep religious knowledge, he admits that the 
education he got from his parents had influenced his success. He states that he was 
nurtured by a strict discipline and taught to be a brave and honest person.
He began his career as a salesman in several companies. In 1992 he decided to build 
his own business. In the early years, this business did not run smoothly. In 1994 his 
business partner resigned and the company experienced a capital shortage as well as 
weaknesses in the networks and its administrative capability. He says that although 
he had to struggle by himself at that time, through hard work and perseverance, the 
company has begun to progress by 1997 (Budiman, 2010).
BK experienced a turning point to a more religious way of life when he returned 
from hajj (pilgrimage to Mecca) in 1997. At the same time he lost both his parents 
and his only son. He says that it was these experiences that made him become a more 
religious person. He began studying religion more seriously from books and Islamic 
scholars (ulama). He says that his closeness to ulama was to motivate himself in 
worship. Since then, in every company annual meeting, he always invites the ulama
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to inspire and motivate organizational members. He says that by observing religions 
teachings and maintaining closeness to God, he has experienced remarkable impacts 
on his business. He even says that the company could be referred to as a “spiritual 
company” (Budiman, 2010). In addition, he says that, “I also want to show the world 
that Muslim entrepreneurs can be real professionals and highly competitive too” 
(Sucahyono, 2007). This was supported by findings from the interviews and is also 
reflected in some articles in the media, which will be explained in details in the 
following sections (Section 7.4.1 to 7.4.5).
7.4.1. Business Philosophy: Vision
As written in the company’s website, the vision statement of PL is as follows,
“The priority at PL is customer satisfaction. Our basic guideline is to 
handle all packages, regardless of size, cost or destination, as if they 
were our very own. This principle allows packages sent through us to 
be securely handled throughout transportation to an on time delivery” 
(www.pandulogistics.com).
Following this vision, its mission is (1) to handle every package with the utmost care; 
we see all packages as equal in importance no matter whom it is from or where it is 
going, and (2) to ensure that we always know where each package is. To accomplish 
this, each branch office is equipped with a sophisticated tracking and tracing system 
(www.pandulogistics.com).
The above vision and mission statements were focused on excellent service to 
customers. Whilst the documented formal vision and mission statements did not 
adequately reflect BK’s personal vision, the analysis and interpretation of interviews 
and relevant documentary materials reveal that in his interaction with employees, a 
personal vision containing spiritual values is often delivered.
As revealed in interviews with the participants, the leader’s vision is to make PL a 
host in their own country and a global company that is able to compete with foreign 
corporations. Furthermore, he wants PL to be a big umbrella for its big family, i.e..
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the employees and their families, where the descendants can still be supported by this 
company, or someone will continue to run the company.
The sense of spirituality as the source of the leader’s vision can be observed more
clearly in respect to his personal vision. This is illustrated by the following statement,
“My vision of the future was that I survived the world and the 
hereafter” (Interview POl).
The participants confirm that the leader’s mission is to make the company a place of 
worship for the owners and its employees. It was illustrated clearly that the leader 
wants PL “to be a tool or means of worship” (Interview P07). Another participant 
says, “His vision is working as worship” (Interview PIO).
Following vision setting, the participants confirm that the leader’s vision has been 
motivating the employees to give their best for the company and to have a strong 
commitment to the company. They also confirm that the leader has been consistently 
communicating his vision to all levels of staff. This will be described in more detail 
in Section 7.5.1.
7.4.2. Business Philosophy: Definition of Success
The leader’s description of success shows a strong orientation to religious values, 
particularly his aspiration to actually live religious teachings in his personal life as 
well as in his business. He argues that success is concerned with “running the sharia 
properly” or to carry out the commandments of God in such a way that we will get 
the blessing (Interview POl). He states clearly that,
“For me, successful is the obedience to God” (Interview POl).
The leader also states that success is when a person can achieve salvation in this 
world as well as in the Hereafter. Furthermore, he says that the success was not 
limited to career or materialistic achievement, but for him, “Success is to be useful 
for many people” (Sigit, 2010).
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7.4.3. Decision Making Style
The findings show that the leader tends to apply a consultative approach by seeking 
advice from employees to make decisions. This was confirmed by the following 
statement,
“Yes, the management definitely shares to subordinates, through the 
meeting” (Interview P02).
In regard to decision making, other participants describe the leader as “an open-
minded person” (Interview P08; Interview P09) and “always ask for information
fi-om his subordinates” (Interview P09). Furthermore, as the leader begins delegating
his tasks of managing the company to a younger generation of managers, he admits
that his current role is to back-up those who are running the day-to-day operation of
the company. A participant says,
“Now there is a management change, through the younger leaders.
He's now not so much involved” (Interview P06).
At the same time, BK says that “I am still involved in the major decisions” 
(Interview POl).
On the other hand, one participant says that “sometimes he was perceived as an 
authoritarian but he is not; he always invites us for discussion” (Interview P07). This 
participant believes that the leader adapts his decision-making style to the situation. 
While generally he is open towards a variety of input and opinions from employees, 
in certain situations he makes his own decisions.
Whilst the findings about the leader’s decision-making style suggest that he applies a 
consultative approach, it was not clear whether this decision style directly comes 
fi-om his religious values or beliefs. In other words, the results were not adequately 
demonstrated relationship between the choice of decision-making style and spiritual 
values.
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7.4.4. Promoting Spirituality in the Organization
According to the leader, in his efforts to cultivate spiritual values among the
employees, he should start from himself. He states clearly that,
“If I do not change, I cannot, say, encourage or teach people or 
demand others [to change]” (Interview POl).
Furthermore, it has been shown that he promotes the values to all levels of 
employees in various occasions, especially through formal and informal meetings. 
He explains,
“In the meeting I emphasize, this is worship, this is trust, this work 
order is from God, and if we are given sustenance but we did not do it 
properly then we have sinned” (Interview POl).
Another method to promote spirituality was to send the employees to attend courses 
such as ESQ (Emotional & Spiritual Quotient) training. For senior managers or those 
who are expected to be future leaders, he says that he gives them a more specific 
treatment. He sometimes invites them to a mosque near his residence to perform 
night prayers. He says that it was “a part of the requirements to be a leader” 
(Interview POl). He often sends text messages that contain hadith of the Prophet, 
supplications, or an invitation to perform Dhuha or Tahajjud to senior managers. It is 
confirmed that the leader also encourages senior managers to follow the seven 
sunnah of the Prophet (i.e., prayer in congregation, giving alms, Tahajjud, Dhuha, 
reciting the Qur’an, maintain wudhu [ablution] all the time, fasting in Monday and 
Thursday).
Furthermore, a regular programme that he created in PZ was to send the employees 
to hajj (pilgrimage to Mecca) and umrah. He clearly states that he believes that hajj 
would have positive impacts on the employees, as clearly described in the following 
statement,
“Well the impact of hajj Alhamdulillaah (thanks God), usually mahrur 
hajj is clearly show changes, changes in behaviour and religion, the 
improvements; he or she would enlighten the work environment and 
family” (Interview POl).
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This study found that performing obligatory prayers on time and in congregation was 
cultivated as part of organizational culture. The participants state that the leader 
strongly encourages all employees to perform five times prayer in congregation at 
the mosque, especially dawn prayer. It has become a company’s tradition that when 
they hear the prayer call (azan), they will stop working to be able to pray in 
congregation.
Furthermore, the leader is known as determinedly inviting employees to observe
religious teachings, as illustrated by a participant,
“Yes, we are invited to pray, to a sermon, and other forms of worship” 
(Interview P02).
They are encouraged to perform obligatory as well as voluntary prayers, as illustrated
by the following statement,
“So his spirituality, he is focusing more on... as Muslims we should 
act as Muslims in our daily life, especially regarding what is 
obligatory to us, such as prayer, five times prayer. He requires all 
employees to perform prayers in congregation” (Interview P03).
In line with the above methods, the leader says that he always encourages employees 
to observe religious teachings properly, including implementing work ethics such as 
honesty and punctuality. However, he admits that it was not an easy job. It takes time 
to be fully worked. In addition, usually after dawn prayer in congregation, the leader 
often gives kultum (kultum: kuliah tujuh menit; literally means 'seven minutes 
lecture') to share his knowledge and motivates the staff.
Other periodic programmes organized to promote spiritual values are Islamic study 
circles and recitation of the Qur’an. In addition, at every annual meeting to which the 
managers of all branches are invited, the company always invites Islamic scholars to 
provide religious motivation. At this meeting, performing dawn prayers at the 
mosque was essential and it was incorporated into the programme.
To support his efforts in cultivating religious values and worship, the leader had 
distributed practical guidance books to all employees, such as books about prayer in
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congregation, hijab, and how to quit smoking (Interview POl). The books were not
only distributed to the employees but to other people he met outside the company. As
illustrated by the following participant,
“In his car he always stocks some books [...] if he sees people on the 
street, he will give the books; so anywhere, anytime” (Interview PIO).
Furthermore, in order to motivate employees to perform prayers in congregation at 
the mosque, the leader initially used to provide transport allowances for them. One 
participant says that the leader did this as a part of the preaching strategy (Interview 
P06). Gradually, when they have chosen it by their own intention, the leader believes 
that such allowance would not be needed anymore.
The findings demonstrate that the same steps to promote spiritual values were
followed by senior managers. For example, one participant who served as a vice
president says that, following what was done by the leader, in regular meetings with
his staff, he “always takes the opportunity to talk about religious values” (Interview
P02). He says that as a reminder to all employees, he also writes in the company's
newsletter, either on work related issues or discussion about the values. Furthermore,
a branch manager says that in a two or three monthly meeting, he incorporates
religious values and encourages the staff to do the same to other people, as illustrated
by the following statement,
“Everything I got, I would tell them and I cultivate Mr BK's culture. I 
am not telling them but I encourage” (Interview P07).
As part of those efforts, as it has been described in the previous section, BK sends his
employees to perform hajj. According the participants, the leader’s effort has created
an Islamic atmosphere that motivates them to observe religious worship more
persistently. One participant points out the changes that he had experienced,
“In the past, I rarely perform dawn prayers at the mosque. But after he 
gave us motivation, indeed the faith will depends on the individual.
But I do not see it from that side. He motivates us, he encourages, so 
we feel ashamed” (Interview P09).
As a summary, the leader has applied a variety of methods to incorporate spiritual 
values in the organization. He consistently encourages the employees to always
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observe religious teachings. He does this because he believes that this is a leader’s 
obligation which must be accounted for before God. Moreover, he believes that it 
will have positive effects on their attitudes and behaviour, which in turn will have 
positive impact on individual and organizational performance.
7.4.5. Spirituality and Performance
In regard to performance, it was found spiritual leadership has led to increasing
individual and organizational performance. When he was asked whether he believes
that there is a relationship between his efforts to apply religious values and the
company’s success, he explains,
“I feel that way, insha Allah, I feel that way. I was bom in Pandu with 
zero, from zero; well it is not really zero, from the very small amount 
of money. So I did not have a network, and now, God willing, I also 
grew. [...] That’s what I feel; that there is growth, [...] despite many 
difficulties; faced many difficulties but there were ways out; God 
willing” (Interview POl).
“I feel that there is a growth in this company; I can say in brief that it 
is a blessing. There are blessings in it” (Interview POl).
The leader argues that he has been adopting religious approach, that he calls 
“spiritual management,” to create a religious atmosphere in the hope that employees 
will think and act positively (Abe, 2009). He believes that such an atmosphere has 
positive influences on employees' performance, as illustrated by the following 
extract,
“The religious atmosphere makes them more peaceful. There are 
benefits for the company as they become more diligent, responsible, 
honest, and disciplined. So, on the whole it is a mutually beneficial 
relationship” (Bhakty Kasry in Abe, 2009).
The participants also recognize the leader as a businessman who stays focused on his 
religious values and has proven to be successful. This is illustrated by the following 
statements,
“As a businessman and as a servant of God, he is committed to fulfil 
worship. The business remains good, and he is prioritizing his 
worship” (Interview P06).
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“As his business is growing, his religiousness is improving as well” 
(Interview P07).
It was found that currently PL has been recognized as a successful company and it 
shows a good and positive growth. This achievement was viewed as “a blessing that 
God gives; an answer to our invocations” (Interview P03).
The findings show that besides being recognized as one of Indonesia's biggest 
express courier and logistics services, PL has received a number of awards such as 
Domestic Express Service Provider of the Year - 2009 from Frost & Sullivan (Global 
Independent Research Institute), The Best Performance Agent (2006) from Garuda 
Indonesia Airways, and Adikarya Patrawahana Pos (2001) from PT Pos Indonesia 
(www.pandulogistics.com). Further discussion about spirituality and performance 
will be presented in Section 7.5.7.
As discussed in Section 7.1, the last three main themes in the final template are 
drawing upon Fry’s Spiritual Leadership Theory. These themes are spiritual 
leadership process, spiritual well-being, and individual and organizational outcomes 
of spiritual leadership. In the following sections, I will discuss the fit of BK spiritual 
leadership to this theory.
7.5. The Fit of BK Spiritual Leadership to Fry’s Spiritual Leadership Theory
This section presents the findings regarding all elements of spiritual leadership as 
well as the impact of spiritual leadership on organizational members.
7.5.1. Vision
In this section, I will discuss findings and analysis of two aspects the leader’s vision 
and how the employees perceive it, i.e., clear and convincing vision and committed 
to vision. Unlike the first case in Chapter 6, a theme of “vision inspires best 
performance” was not materialized in this case.
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7.5.1.1. Clear and Convincing Vision
With only one exception expressed, the participants say that the leader’s vision was
clear and convincing. They confirm that the leader’s vision is to make PL as a host in
their own country and at the same time to be a global company. This is illustrated by
the following statements,
“He wants Pandu to become a host in their own country” (Interview 
P06).
“His business vision is that he wanted Pandu [...] to become a global 
company” (Interview P02).
The participants also confirm that the leader’s vision is convincing. For example, one 
of the participants says that the leader’s vision is “very convincing” (Interview P07).
This study found that the conviction in the vision was essentially caused by the
leader who is considered as having a strong will and hard work to achieve the vision.
This is illustrated by the following statement,
“[He] believes that if he wants something, it has to be reached” 
(Interview P09).
It was revealed that the leader formally communicates the vision at the annual
meeting and occasionally in training programmes. In addition, he is often conveys
his vision at various occasions, for example, after prayer in congregation. This is
illustrated by the following participant,
“For example, there may be training programmes, he briefly just gave 
some lectures, but later he will insert the vision; in addition, after 
prayer in congregation” (Interview PIO).
Whilst most of the participants confirm that the leader’s vision was clear and 
convincing, it was unclear whether the formulation of this vision was involving 
organizational members at different levels to ensure their commitment to the vision.
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7.5.1.2. Committed to Vision
The leader argues that he is fully committed to bringing the company into a direction 
that he believes is in accordance with religious principles. He says that to achieve 
this vision, he had to change himself first. At the same time, he admits that the effort 
to take the company to always referring to spiritual values is not an easy task. He 
explains,
“So over the past 20 years, in the first ten years my company did 
something in semi grey area; it does mean that all were running just 
smoothly. So in the last ten years, I changed first, especially in 
observing God’s commandments” (Interview POl).
It has been shown that the leader is also committed to continuously encouraging the 
implementation of programmes that support the realization of spiritual values within 
the company, such as performing dawn prayer at the mosque. He asserts that it takes 
the courage of leaders to uphold religious values among their subordinates. 
Expressing his commitment, he says, “I hope I can do it until I die” (Interview POl). 
He says further,
“I am indeed, especially as I’m a leader, I try to continuously become 
close to the ulama (Islamic scholars; cleric), continuously listen to 
lectures (tausiah), and I always pray that my faith will remains strong” 
(Interview POl).
Furthermore, the commitment to apply professionalism and to realize the objectives 
is indicated in Key Performance Indicators (KPI). The leader says that this indicator 
is not negotiable. For example, he says that he and his employees hold a strong 
commitment to realizing one of the KPI such as, “We should achieve 97% on time 
delivery” (Interview POl).
The participants confirm that the leader shows examples of how to achieve
company’s vision and goals, as illustrated by a participant,
“We look at him in his daily life and his religious commitment, his 
commitment in advancing the company, in which he also strive to 
integrate this company to multinational companies” (Interview P08).
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The leader was also described as someone who believes in his vision and has worked 
hard to make it happen, as described clearly by the following statements,
“He’s working hard to achieve the vision” (Interview P03).
“Regarding his vision for the company to grow better, we see that he 
has a strong will to get there” (Interview P04).
The participants articulate their commitment to realize the vision of creating their
work and the workplace as a means of worship. This was expressed in the attitude of
istiqamah (steadfast; committed). For example, one participant states that they
wanted to make sure that,
“...what we deliver is in accordance with those principles [of good 
business practices]” (Interview P02).
In addition, this participant says that since the employees view their work as a part of 
worship, they will show “militancy” in works. Another participant says that in their 
works, “religious issues are principle” and “we must be committed to religious 
principles” (Interview P03).
7.5.2. Hope/Faith
This section discusses findings about hope/faith which was indicated in the following 
sub-themes: have faith in organization, ’do whatever it takes’ and perseverance, exert 
extra effort, and set challenging goals.
7.5.2.I. Have Faith in Organization
The current study found that the strong hope/faith was essentially rooted in spiritual
values, particularly the belief in God. The leader and other participants regard
company’s success as a blessing from God. They believe that all sustenance comes
from God and it depends on their effort to pursue that sustenance. The leader argues
that when people maintain their closeness to God, He will guide them and
strengthened their faith and piety. He says,
“The impact of piety is that God facilitates all of our businesses, God 
always provides a way out. And then unexpected sustenance” 
(Interview POl).
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In regard to the workplace, they basically believe that the company is able to meet
their needs, as long as they are committed to work professionally in a way that is
consistent with religions values. This is illustrated by the following extract,
“If we believe that there is ‘Someone’ who organizes all of this, we 
have to be sure, we'll see the way” (Interview P07).
Regarding the outcomes, the following statement clearly illustrates that,
“It is God who determines the outcome. We just leave it to Him. So 
the effort and prayer is our duty, but it is not mandatory to be 
successful since the result is in God’s disposal” (Interview P06).
The conviction that the company will succeed in achieving its goals is also due to
their confidence in the leader’s attitudes and behaviours. One participant explains
that the leader’s attitudes and behaviours were,
“...concrete evidences that he wants the company to be a big 
company. [...] Then on the other side, his everyday life in practising 
his religion, he as a Muslim, he's a Muslim businessman, it is 
unquestionable; It is enough to convince me” (Interview P08).
The findings show that the leader and the participants believe that ritual worship such
as supplications every time they pray in congregation, Hajj, or giving alms, will have
great impact on their business. The leader has a strong belief that when a person
gives alms, then “God would replace it ten times bigger” (Interview P09). Basically
this belief comes from a valid hadith of the Prophet. Therefore, the leader really
emphasizes the importance of charity or alms and encourages all employees to give
alms regularly. It was described further that the leader always has the belief that,
“If we give happiness to others, God will surely give us happiness” 
(Interview P09).
7.S.2.2. Do whatever it takes” and Perseverance
This study found that strong beliefs and expectations on the realisation of corporate 
vision and goals further affect the motivation of the leaders and the participants. 
They are willing to do “whatever it takes” and show perseverance in their efforts to 
ensure that organization accomplish its vision. This was indicated primarily by the
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leader himself as the owner and the CEO, for example, in his decision to set up his 
own business at the time he already had a successful career in a leading multinational 
company. He is known as a hard worker, has a strong will and determination, and 
very disciplined, as illustrated by the following statements,
“For me he is a fighter, the real fighter” (Interview P04).
“He is a typical of a person who never gave up. His fighting spirit is 
very strong” (Interview P07).
The participants also describe hard work as a characteristic that should be prioritized 
by a true Muslim. This value has been cultivated by the leader. By surrendering the 
results to God, our duty is to work hard and do our best, as reflected by the following 
statements,
“God controls the results, but we are obliged to strive” (Interview 
P07).
“So it is always like that; continuously to work hard; and then do not 
forget to pray, because all the provisions are from God” (Interview 
P05).
Furthermore, the leader is known as someone who believes that there are no works
that people cannot do. There was a popular phrase often delivered by the leader to
motivate his employees, that is, “Died in the field!” {mati di gelanggang) (Interview
P04). This expression describes how the leader encourages employees to make every
effort to meet customers’ needs. This is illustrated by the following example,
“So we deliver the goods, even if we have to put the goods on our 
shoulders, have to be delivered to the mountain, so to speak” 
(Interview P09).
7.S.2.3. Exert Extra Effort
Another characteristic that described the belief in the realization of company’s vision 
is the willingness to exert extra effort. It was shown that this spirit is basically 
associated with religious values, including the example of the Prophet, who tells 
every Muslim to work hard as well as to practice the obligatory worship.
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The participants also confirm that through his tough personality, the leader
encourages his employees to always be enthusiastic. As illustrated by a participant, at
his age now the leader is continuously “shows a high enthusiasm” (Interview P02).
This enthusiasm seems to spread to the employees. For example, one participant
describes what he did in relation to continuous changes to develop the company,
“Since the condition here also requires a lot of technical changes; it 
makes me want to do extra work because I know there are a lot of 
problems” (Interview P04).
The willingness to exert extra effort was also described in terms of “militancy” 
(Interview P02) and “discipline” (Interview P06). The ‘militancy’ was expressed, 
among others, in the form of working beyond normal working hours, or, as already 
mentioned, making every possible effort to deliver the goods to the most remote 
locations.
7.5.2.4. Challenging Goals
This study found that the confidence in the organization or the leader and the desire 
to succeed were also reflected by setting challenging goals, especially as shown by 
the leader. These challenging goals were stated, for example, in Key Performance 
Indicators (KPI). For the leader, as discussed in Section 7.5.1.2, to be able to realize 
company’s vision through professionalism in serving customers, the targets he 
declared in the KPI were “not negotiable.”
In addition to the goals specified in the KPI, the findings show that the leader 
challenges the management team and employees with medium and long-term 
objectives, especially to expand company's operations to be a world class company. 
For example, one participant says that the leader challenges the employees that in 
2015 PZ would become a global company and that they can “beat all competitors in 
ASEAW  (Interview P02). He explains that this endeavour was begun by developing 
the cooperation and networking with a number of international logistics companies 
such as Aramex of Dubai (InfoPANDU, 2012). The challenge is also illustrated by 
the following statement.
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“Perhaps if we go international, he wants us to have more extensive 
network, our coverage will be wider to the world; but if we perform 
domestic operation only, others can do the same” (Interview P09).
The leader often challenges the employees to accept the delivery of goods to the 
most remote or difficult destination. As described by one participant, he encourages 
the employees to take up the challenge with determination, which is called “Died in 
the field” {mati di gelanggang) which means to “endeavour the optimum or the best 
possible effort” (Interview P04).
In the context of spirituality, the employees were also challenged to practice ritual 
worship consistently as well as to build good habits in the company. For example, 
the leader used to challenge the employees to perform dawn prayers at the mosque. 
At the beginning of this programme, he used to give incentives in the form of 
facilities and transportation allowances for employees who want to participate, 
because the programme was voluntary.
7.5.3. Altruistic Love
Findings of this case show a number of altruistic love values, which described the 
characteristics of the leader and his followers. The following themes will be 
discussed in the next sections: integrity/honesty, trustworthy, loyalty to employees, 
courage, kindness/compassion, forgiveness, gratitude, humility, and kinship (see The 
Final Template in Appendix 5).
7.5.3.I. Integrity/Honesty
The leader and other participants emphasize the importance of integrity/honesty. This
is a central character in spiritual management that the leader wants to apply. He says,
“We deal with people, our services deal with the human being, we 
need honesty” (Interview POl).
The participants confirm that this main value is emphasized by the leader. They say 
that that as Muslims, being honest is an obligation, not only at work but in all aspects 
of life.
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In line with integrity, the leader emphasizes to the employees to avoid bribery in 
their interactions with customers or potential customers. He says that to realize this 
objective is not easy, especially in the early years of the company, where business 
practices that he described as “the grey area” still occurred (Interview POl). He says 
further that with hard work and consistency, so far PL has been relatively able to 
observe honest business practices. Nevertheless, he admits that a small number of 
violations to this principle may still be found, especially in branch offices.
1.532. Trustworthiness
Another major value emphasized by the leader is trust or trustworthiness. The leader
says that he has always stressed the importance of worship and viewed work as trust
(amanah) from God. Trust was considered as one of the most important religious
values. The participants confirm that the most important thing for them was the
understanding of Islamic teachings that any job must be considered as a trust to be
maintained. One participant states,
“He teaches us how to be a trustworthy {amanah) professional” 
(Interview P07).
The participants believe that the courier business basically rests on trust given by the
customers and they should really preserve it. It was confirmed that the leader puts
emphasis on the importance of promoting trust in the interactions with customers.
This is illustrated by the following statements,
“My concept is that our core business is a business of trust. People 
believe on us and we have a mandate {amanah; trust) to deliver it to 
the address” (Interview P04).
“Actually our job is the services to deliver goods. If we are not 
building the trust, in the middle of the process, a malicious intent 
could be occurred” (Interview P09).
As a consequence of the emphasis on trust, the participants say that in assessing 
employees’ performance, in addition to one’s religious practices, the leader pays 
attention to whether a person is reliable, honest and trustworthy. Similarly, he usually 
shows a firm stance towards employees who abused the trust of people.
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On the other hand, the leader’s characteristic that is easy to put his trust on people, 
sometimes may become his weakness as well. For example, one of the participants 
describes that in the early years of the company’s operation, the leader used to recruit 
some employees solely based on his trust (Interview P02). He had hired people 
whom he considered as honest or good people. Hence, he paid less attention to their 
capabilities. This participant says further that “the appropriate process of recruitment 
probably has been applied for the last five or seven years” (Interview P02). This may 
be explained by the fact that since BK is the founder of the company, at that time he 
used to be very dominant. This participant goes on to say that since human beings 
have their weaknesses, they must be accompanied by strong fundamentals and not 
just rely on the leader.
7.5.3.3. Loyalty
The leader’s loyalty was evident in the form of a strong commitment and a 
responsibility for the continuity of the work and the welfare of the employees and 
their families. For the leader, PL is a big umbrella for its big family, i.e., its 
employees and their families. That is why he wants to preserve it to be able to 
continue its presence for a long period of time. Furthermore, one participant 
describes,
“He is very concerned about his employees [...] guiding his 
employees, to prevent them from indecency and misconduct” 
(Interview P05).
The findings show that this characteristic comes from the leader’s spiritual values. 
One of the participants describes that in a meeting, the leader used to tell them that 
he is obliged to invite the employees to attain salvation in this world and the 
Hereafter and,
“So as a leader I must take responsibility; I will be asked by God, I’ve 
brought my employees to follow me, and insha Allah (God willing) 
we could be there together” (Interview P02).
167
7.5.3.4. Courage
BK was described as a courageous and strong leader, especially to create 
breakthroughs and changes that aimed to develop the company. One participant 
considers the leader’s decision to start his own business at the peak of his career in a 
multinational company as a courageous move. Other participants refer to him as "the 
real fighter” (Interview P04) or “a typical person who never gave up” (Interview 
P07).
The leader encourages his employees to have the same attitude, as illustrated by the
following participant,
“He said [that] we should have the courage to change, so we will 
succeed” (Interview P09).
Furthermore, BK says that a leader must have the courage to uphold religious values
in his company if he wanted to transform it to be a spiritual company. In this regard,
one of the participants confirms that,
“He is also very strong in realising the Islamic teaching” (Interview 
P04).
7.5.3.5. Kindness and Compassion
Regarding kindness and compassion, the leader says that for him it is essential to
build a lot of fi*iendship {silaturrahim). This is not just applied to the employees but
to their families as well. Therefore, every year he creates a programme to invite all
employees and their families as an effort to build that friendship. The leader’s strong
concern for employees, their families and other people are recognized and confirmed
by the participants. This is exemplified by the following statements,
“He cares deeply about the people at the lower level, very concerned” 
(Interview P03).
“He has a high sense of humanity” (Interview P04).
The leader’s encouragement and motivation to all employees so that they would 
observe worship persistently, was also perceived as a form of compassion. One
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participant says that the leader’s attitude is the embodiment of what was exemplified
by the Prophet Mohammad that,
“When we become leaders, we are full of compassion to our 
employees” (Interview P02).
Another example of the leader’s care for others was his habit of alms giving
(sadaqah). This habit was not only known in the company but also among people
outside the company. For the participants, the leader’s indulgence in alms giving was
perceived as an incredible action. Even more so in the fasting month, the amount he
spent for these activities was doubled. As illustrated by one participant,
“In the month of fasting he could spend hundreds (millions of rupiah) 
for charity” (Interview P04).
Furthermore, the leader is also keen in encouraging his employees to do similar 
things, since that is an important religious teaching. As confirmed by the following 
statement,
“This is become a motivation too. How to share with orphans; he 
cares about those who are less fortunate, the needy” (Interview P09).
7.S.3.6. Forgiveness
This study further found that BK is recognized as a strict leader. On the other side, he 
is also known as someone who easily trusts others. He believes that people who 
make mistakes can change. According to the participants, the leader believes that 
everybody may make mistakes, but if we provide them with guidance, they may turn 
out to be a good person. Actually, they believe that to forgive is to follow The Most 
Merciful attribute of God.
Furthermore, one of the participants says that in the past, if there is an employee who
makes a mistake, “then [he or she] meet him to apologize, and his mistake would be
forgotten” (Interview P04). Along with the development of the company, it was
described that currently there are rules that clearly specify the punishment for
particular fault or mistake. However, as explained by one participant,
“He usually will embrace. He believes that people can change. [...]
He will invite a person who makes a mistake, “Try to make a
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commitment that you will not do that anymore,” we give him a second 
chance” (Interview P02).
7.5.3.7. Gratitude
This study found that the leader is very grateful for his achievements because he
pioneered the business from the scratch with limited resources. He is also grateful
because the company has been able to gradually apply spiritual values that led to
what he described as a “spiritual company.” He is thankful that the programmes such
as sending his employees to hajj and umrah, have demonstrated positive impact, as
illustrated by the following extract,
“Clearly show changes, changes in behaviour and religiousity, the 
improvements” (Interview POl).
With reference to religious teachings, the participants express their gratitude for what 
they have achieved. They believe that God gave them the best plan so that they must 
have positive thinking. For example, one of the participants says that he is grateful 
for working for the company because in addition to being a place to earn a living, the 
company is a means to worship as well as an encouraging environment for observing 
religious teachings consistently. Similarly, another participant says, “I am very 
grateful for what I have” (Interview PIO). He says further that the leader always 
stressed to the employees “to be most grateful.”
7.5.3.S. Humility
The leader was described as someone who does not keep his distance from
employees. His open minded personality helps him communicates easily with
employees at all levels. It was confirmed that he gives equal treatment to all
employees. Furthermore, one participant says that the leader,
“...always ask for information from his subordinates” (Interview 
P09).
The findings reveal that humility basically comes from religious values that teach 
equality before God. Hence, a superior-subordinate relationship is only temporary in 
work context. Furthermore, one of the participants says that religion forbids a person
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to show ujub (self-conceit; paying attention to any specific quality in oneself and 
instead of considering it a gift from God, to look upon it as a personal virtue) by 
claiming that he or she has an excellent knowledge, because basically human being 
are not perfect (Interview P07).
The leader was also described as a man who “placed himself as a servant” (Interview 
P08) and never shows himself as a successful businessman. Besides to the 
employees, he also shows a polite and humble attitude to customers. It was claimed 
that he is always willing to listen to the complaints from customers. The participants 
say that humility was also transmitted to all levels of management.
7.S.3.9. Kinship
As described in Section 6.3.5.10,1 included this new theme as one of altruistic love 
values for two reasons. Firstly, it was found repetitively from the interviews with the 
majority (eight out of ten) of participants. Secondly, it was characterized by friendly 
relationship and ‘family’ type interaction that reflects the value of care and concern 
for others.
The findings show that the relationship between leaders and subordinates and among
employees was characterized by friendly relationship and family atmosphere. This is
illustrated by the following statement,
“Our relationship is not as limited to superiors and subordinates 
relationship but a closer relationship” (Interview P04).
Another participant says that “at PL I feel this is a family” (Interview P09). The 
participants further say that the leader gives great attention not only to employees but 
also to their families. He emphasizes the importance of maintaining silaturrahim 
(friendship) among employees. One of the methods that he uses is to organize the 
annual meeting with managers from all over Indonesia. This meeting was described 
as one of the leader’s methods “to create a more friendly relationship” (Interview 
P07). He says that in the meeting he was like gathered with family, as always 
emphasized by the leader. This is illustrated by the following statements.
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“We are like brother and sister, like father and son” (Interview P07).
“Although the discussions in the meeting were important, he said, but 
he emphasized that silaturrahim'' (Interview P09).
7.5.4. Inner Life/Spiritual Practices
The following sections discuss findings about the inner life. The developed sub­
themes are: hopeful about life, consider oneself as a spiritual person, care about 
spiritual health of others and maintain a spiritual or religious practice.
7.5.4.I. Hopeful About Life
This study found that the participants’ optimistic attitude towards life basically 
comes from faith in God and the efforts to maintain a close relationship with Him. In 
this respect, the leader believes that as long as human beings are disciplined in 
carrying out God’s commands, they will find a way out. He says, “We often get 
solutions and unexpected sustenance” (Interview POl).
The leader ftirther expresses his confidence that the business will perform well when 
he and his employees maintain the obedience and closeness to God. He says that the 
results that he has achieved so far, “despite many difficulties,” had confirmed this 
belief. At the same time, he stresses that the duty of man is to make efforts, and any 
result, good or bad, is completely in God's authority.
A similar belief was also expressed by other participants. They believe that when the
job is intended solely for the sake of God and is accompanied by hard work, God will
provide the best for them; this is believed to bring a lot of positive things. They
believe that the task of human beings is simply doing the best effort and pray, as
described by the following statement,
“There are two things that must be done to achieve success [...] effort 
and prayer. Continuous efforts; never gave up and pray, but we leave 
the results to God” (Interview P07).
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Another participant explains that good things and the rewards that they get has
“something to do with our supplications every time we pray in congregation; [...]
with the prayers of the people who go to h a jf (Interview P04). Similarly, this is
illustrated by the following extract,
“Evidently, PL still exists until today and every year it shows a good 
and positive growth. Even when it was exposed to crisis, it is still 
running well. This is a blessing that God gives; an answer to our 
invocations” (Interview P03).
An optimistic feeling about life was also expressed in the belief that doing good 
deeds to fellow human beings would be rewarding. This reflects the manifestation of 
two essential dimensions of religious spirituality, i.e., the interconnection with God 
and the interconnection with human beings. This is illustrated by the following 
statement,
“We got the rewards of good deeds in the world when we do a good 
relationship to fellow Muslims, hablumminannaas" (Interview P02).
Similarly, in describing the leader’s attitude regarding this, another participant 
explains,
“He's always had the belief that if we give happiness to others, surely 
Allah will give happiness [to us]” (Interview P09).
7.S.4.2. Spiritual Person
The notion of the leader as a spiritual person was supported by the findings. He is
described as a man of faith and piety who refers everything to religion. He wishes to
implement the religious values and teachings in every aspect of life. For the leader,
the most important of all activities is to seek the pleasure of God. He also continues
to deepen his knowledge of religion. He states,
“Especially as a leader, I try to continuously become close to the 
ulama (Islamic scholar), continuously listen to lectures {tausiah), and 
I always pray that my faith remains strong” (Interview POl).
Apart from being recognized as a diligent and disciplined person in observing 
religious rituals such as prayer in congregation, Tahajjud, Dhuha, zikir, and fasting.
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the leader always encourages employees to do the same thing. This is explained by
the following participant,
“[He] teaches us how to be a trustworthy {amanah) professional and 
to improve the quality of our religiousness. We are taught to perform 
dawn prayers, then gradually evening prayer in the mosque. Now we 
should strive to perform five times prayer at the mosque and I have 
also begun to be infected, if we’re at the meeting or doing something 
else, with anyone, when it comes the time to pray, we just stop and 
pray” (Interview P07).
This study found that the participants view themselves as spiritual persons. For
example, one participant says, “as Muslims we should act as Muslims in our daily
life, especially regarding what is obligatory to us, such as prayer, five times prayer”
(Interview P03). He adds that he has a principle that as a Muslim, his references are
Qur’an and hadith of the Prophet and with these he has a comfortable and peaceful
life. This is also illustrated by the following statements,
“I was taught by Mr BK to hold on the Qur'an and hadith" (Interview 
P07).
“Then about our daily lives, yes, day-to-day life, we usually following 
what the religious orders us to do, what is revealed by Allah and His 
Messenger” (Interview P05).
The participants believe that by running their duties as religious adherents and 
always refer to religious values, these would bring a lot of positive things, including 
to their business. For example, one of the participants says that he has been 
practicing dawn prayers in congregation at the mosque since 2010 and he felt that 
“the impact is incredible” (Interview P04).
Furthermore, the participants say that the atmosphere created by the leader had
influenced them to be spiritual persons. Some of them who initially were not so
religious, in terms of lacking consistency in performing ritual worship such as
praying in the mosque, have turn out to be motivated and experienced a big change
in their religiosity. This is exemplified by the following statements,
“In the past, I rarely perform dawn prayers at the mosque. [...] He 
motivates us” (Interview P09).
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“Especially to the spiritual side, my religiousness, I am the lucky one 
that at the end of my life I met with him” (Interview P08).
7.5.4.3. Care About Spiritual Health of Others
Findings reveal that the participants care about spiritual health of others. In Section
7.5.4.2, it was described how the leader invites employees to sincerely observe the 
religious teachings. One of the participants confirms that, “He is very concerned 
about teaching religion to us” (Interview P05). Another participant describes how the 
leader had gathered senior managers and encouraged them to observe “seven sunnah 
practiced by the Prophet” (Interview P04).
Similarly, another participant explains,
“Even though this is not obligatory, he encourages us to pray Tahajjud 
twice a week, Friday night and Saturday night, at that mosque near his 
residence” (Interview P06).
It was shown that the leader believes that he is responsible to God to bring his 
employees to observe religious teachings and always do good deeds to others. His 
policy is to give rewards in the form of hajj and umrah which may also be 
considered as a manifestation of his attention and responsibility to improve 
employees’ religiosity.
7.5.4.4. Spiritual or Religious Practice
This study found that the main religious practices performed by the leader and the 
participants were ritual worship commonly observed by Muslims, especially 
obligatory prayers. In addition to the five times obligatory prayers required of all 
Muslims, BK is observing sunnah (voluntary) rituals such as Tahajjud and Dhuha as 
well as voluntary fasting. He is known as a diligent performer of zikir, either alone or 
in the assemblies of zikir (majelis zikir), outside or in the company.
To promote the rituals among the employees, PL has a number of regular 
programmes aimed at all employees, namely monthly Islamic study circle which is 
guided by qualified ustadz (cleric), dawn prayers at the mosque, prayer in
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congregation, and Ramadan programmes such as tadarus (reciting the Qur’an in 
groups). In addition, occasionally they join the monthly zikir held by ulama from 
outside the company. Furthermore, every year the company sends employees to 
perform hajj and umrah. This spiritual practice is illustrated by the following 
examples,
“The Islamic study circle is carried out regularly, then if we pray in 
congregation. Furthermore, at his mosque he arranges Tahajjud 
prayers, and we are encouraged to participate; not a compulsory 
anyway, but we participate” (Interview P02).
“Often when there are events such as zikir, we pray together for the 
company, on behalf of PL, that God protected, guided by God, so 
there would great sustenance. As far as I know, that is his spirituality” 
(Interview P09).
7.5.5. Other Elements of Spiritual Leadership
Similar to the first case in Chapter 6, this study found two new themes, i.e., the 
leader as a role model and sincerity. The first theme describes specific characteristics 
of the leader while the second theme describes the values promoted and adopted by 
both the leaders and the employees (see Theme 3.5 in Appendix 5).
7.5.5.I. The Leader as a Role Model
The conception of the leader as a role model was supported by research findings. He
was described as a role model or someone who always gives examples. Other
participants confirm that the leader regularly provides exemplary behaviours,
although they did not explicitly refer to the term ‘role model.’ The messages he gave,
in many aspects, either personal or business, were always accompanied by examples
of consistent attitudes and behaviours. This is illustrated by the following statements,
“[He] does not give instructions but provide examples” (Interview 
P07).
“He gives us a sort of advice but he shows us the practice as well” 
(Interview PIO).
Although the leader has begun reducing his role in the company, he consistently 
comes to the office every day with great enthusiasm and wants to show that “I am
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still working hard” (Interview P02). In terms of the obedience to religions teachings,
the leader was described as a primary example. Participants confirm that he
encourages senior managers so that they could also be an example for their
subordinates, as illustrated by a participant,
“I am regarded as a role model, so we have to provide good examples 
for them [employees]” (Interview P05).
BK says that as a leader he must be an example for the employees. He argues that in
order to motivate others, a leader must transform or change himself first. He further
says that this principle should be applied not only in business context, but also within
the family and other situations. He explains,
“The example comes from us first, we must set ourselves correctly.
[...] to become a leader you must improve yourself first. You've got to 
improve first to become an obedient and devout leader, who is close to 
Allah” (Interview POl).
7.S.5.2. Sincerity
This study found that the leader consciously cultivates sincerity towards himself and
his employees. He and other participants emphasize that sincerity is the foundation of
any human action. Consistent with the general definition of sincerity, the participants
understand it as the motivation to work only because of God and that people do not
expect rewards from other human beings. All human actions should be directed to
seek the pleasure of God. This is illustrated by the following participants,
“Every time we pray five times, in iftitah (the first invocation to be 
read in prayer) Hnnashalati wanusuki wamahyaya wamamati lillahi 
rabbil ‘alamin' (indeed, my prayer, my sacrifice, my life and my 
death are all for Allah, Lord of the world) (Qur’an, 6:162). So my life 
is for this purpose, my life is one of these, all because of God; [...] 
there should be no other intentions” (Interview P07).
“We could say that we've done the maximum effort yet we still failed, 
well it is lillahita'ala (our intention is for the sake of Allah)” 
(Interview P04).
Sincerity was also perceived as an indicator of one's spirituality, as illustrated by the 
following statement.
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“If one’s behaviour is not good, perhaps his spirituality is not attached 
to his personality or he does not live it to such extent... whether he did 
it just for someone’s sake or he is truly sincere” (Interview PIO).
In the work context, one manifestation of sincerity is to consider the salary or 
rewards as a part of sustenance provided by God as a return of one's worship. In 
other words, work is not aimed solely for the money or to pursue materialistic goals 
but, as said by a participant, to look for “a pleasure (ridha) of God” (Interview P05).
7.5.6. Spiritual Well-Being
In this case study, spiritual well-being was indicated by two elements, i.e., calling 
and membership.
7.5.6.I. Calling
Calling was described in two sub-themes, i.e., work makes a difference in people’s 
lives and work is meaningful. It was shown that the participants believe that their 
jobs do have positive impact on others: their families, employees, customers, and 
other people. One participant says that in addition to making a living, through his 
work he “tries to help others as well” (Interview P03). Another participant says that 
providing benefits to others through work was also seen as a form of “actualization” 
(Interview P04). Work was also perceived as a means to build and maintain 
friendship (silaturrahim) with fellow employees (Interview P05). Furthermore, 
especially for the leader, in addition to carrying out their duty to provide for the 
family, to support employees and their families and provides benefit to others also as 
an obligation.
In addition to providing benefits to others, the participants interpret work as worship
to God. Working for a living is understood as God's and His Messenger’s
commandments. In the leader’s point of view,
“We are instructed to provide our children and wife, physically and 
spiritually” (Interview POl).
One participant says that this aspect is so important that.
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“Some hadith say [that] if we die when we are working, it is 
considered as jihad (an inner spiritual struggle and an outer physical 
struggle to fulfil our duties)” (Interview P02).
When working was seen as a part of worship, the materialistic goals were no longer a 
priority, as one of the participants says, “There is a material aspect but it is not my 
priority” (Interview PIO). Since this value was already built in the company, the 
participants feel that they had found a workplace that meets their needs.
As discussed earlier, work was then aimed to seek the pleasure of God and achieve 
salvation in this world and the hereafter. One participant said, as stated in a hadith of 
the Prophet,
“If we are looking for the Hereafter, the world will follow, but if we 
are only looking for the world, then we will not get the Hereafter” 
(Interview P05).
7.S.6.2. Membership
In this study, membership has appeared in the participants’ descriptions of how the 
leader and the company gives appreciation to people and their work, showing respect 
to employees, and how employees feel highly regarded by the leader. The findings 
show that the leader as well as the company has provided a satisfactory appreciation 
to the employees. In addition to a number of rewards that has been previously 
mentioned such as hajj and umrah, there has also been reward in the form of 
domestic tour. Hajj was held once a year and administered to approximately 15 
employees each year. Umrah was organized once or twice a year. This kind of 
reward was viewed by the participants as incredible appreciation, since employees 
from the lowest level have the same opportunity to practice this very desirable 
worship of all Muslims.
The reward was also given in the form of intangibles, such as providing opportunities
for self-development (such as attending seminars and domestic training and overseas
training) as well as career development. For example, one participant says,
“He gives me plenty of freedom to seek for knowledge” (Interview 
P02).
179
This study found that the leader was recognized as someone who respects his 
employees, customers, and other people. The participants say that the climate of 
mutual respect is also created in the company, particularly by examples from the 
leader. Respect was also shown to customers by providing the best treatment and 
services to them. As one participant says, “I was given an example by him how to 
respect people” (Interview P08).
It was also revealed that the teachings and example of the Prophet encourage people
to show respect to fellow human being. This is illustrated by the following statement,
“When we meet people we greet them with salam and it means that 
we respect them; we respect our opponent, our subordinates, our 
friends, our superiors, because we are praying for them” (Interview 
P04).
Furthermore, the participants feel highly regarded by the leader. In addition to
providing ample opportunity to learn and share ideas, the leader is very concerned
about his employees. This feeling of being highly regarded was due to “the freedom
to work and to express creativity given by the owner” (Interview P09). Another
example was an incentive payment in the month of Ramadan. This incentive was
called ""uang kawan" (literally means ‘friend’s money’). This is illustrated by the
following participant,
“Do you know why it is called “Friend’s Money”? Because he gave it 
because he regards all of them as his friends; all employees are his 
friends. [...] “We are regarded as partners.” (Interview P04).
7.5.7. Individual and Organizational Outcomes of Spiritual Leadership
There are three subthemes of individual and organizational outcomes found in this 
case, i.e., organizational commitment, productivity and efficiency, and satisfaction.
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7.5.7.I. Organizational Commitment
In this case study, organizational commitment was indicated by four sub-themes, 
namely feel like ‘part of the family,’ loyalty to organization, a sense of belonging, 
and feel proud of the organization.
This current study found that the relationship between leaders and employees and 
among employees was characterized by flexible and informal interactions. The 
participants confirm that the hierarchy across different organizational levels was not 
emphasized. One participant says that employees “feel at home in PL" (Interview 
P07). Another participant says that although the employees are not the owners of the 
company, but “I feel this is a family” (Interview P09).
Organizational commitment was also manifested in the form of loyalty to the leader 
and/or to the organization. Loyalty was shown by, among other things, commitment 
to continue to work in the company. For example, one participant explicitly says, “I 
have no other career to pursue” (Interview P08). Another participant says that their 
willingness to continuously work was “not because of money” (Interview P05). 
Another expression of loyalty was the willingness to support the leader’s vision to 
make the company be a global player which is managed by adopting spiritual values.
The participants express their strong sense of belonging. The leader says that
realizing the company’s vision required a strong sense of belonging of all
organizational members. Furthermore, one of the participants describes this sense of
belonging by saying,
“Honestly speaking, Wallahi (by the name of God), in my prayers, I 
insert this: one of my supplications is that this place where I worked 
would have a lot of provisions” (Interview P04).
Another participant clearly says he has been working for the company for many 
years “due to a sense of belonging” (Interview P09).
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Pride in the company was expressed by the participants, either explicitly or 
implicitly. For example, one participant says that he has a sense of pride in the 
company so that,
“Wherever we are, we bring the name of the company; PL is already a 
big company, it has nearly 150 branches” (Interview P05).
He further says that he feels proud because PL is a “religious corporation.” Another 
participant says that in addition to an appreciation from the leader, working in PL is 
“a pride for us” (Interview P07). Similarly, one participant says that the leader’ 
involvements in social activities and the responsive actions in providing assistance to 
people in need also made him feel proud to have such a leader (Interview P09).
7.S.7.2. Productivity and Efficiency
The findings show that productivity was indicated in following sub-themes: give 
one’s best effort, work quality as a high priority, productive and efficiency in 
producing results, benefits, or profits.
In terms of giving the best effort, it was shown that the leader always motivates the
employees to create customer satisfaction. Therefore, as described by one participant,
“We have to be smart in dealing with customers. In addition, we also 
must have adequate knowledge; otherwise we could perform 
carelessly” (Interview P05).
In line with the willingness to give the best effort, a high priority on the quality of
work was also revealed. As mentioned previously, this priority was also reflected in
the attitude to promote professionalism. Participants believe that this should go hand
in hand with a commitment to observe the ritual worship. They confirm that the
leader often reminds them to maintain service quality. This is illustrated by the
following examples,
“We are also taught how to improve the quality of our business” 
(Interview P07).
“So for example in goods delivery services, Jakarta promises one day 
service, so the branch must support this. Indeed in PL, all incoming
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goods had to be delivered; there is no excuse, unless there is a 
problem or obstacle” (Interview P09).
As well as giving priority to quality in general, the leader was recognized as someone 
who really pays attention to details, as illustrated by a participant, “he is also 
concerned with physical appearance; [...] he will look at details” (Interview P04). 
Some people even regarded him as a perfectionist.
Furthermore, the participants mention about the work process and the productivity. 
In regard to productivity, the leader says that everyone in the company should 
demonstrate their professionalism and they must be committed to the Key 
Performance Indicators. The participants also confirm the importance of working as 
a professional. They mention the importance of discipline as a form of responsibility 
to give the best results for the company. In addition, they associate it with their belief 
that work is worship, so one of the consequences is that “you're not going to do it 
carelessly” because everything they did is under the supervision of God (Interview 
P02).
7.S.7.3. Satisfaction
Employees’ satisfaction can be seen for instance from their perceptions that their life 
conditions are excellent and from their general satisfaction with the job and their life 
as a whole. In this study, the perceptions which suggest that employees were satisfied 
with their life were revealed by the participants. They explain that they were satisfied 
in their work and their life as a whole. Furthermore, the findings show that the 
participants’ satisfaction stem from a sense of membership (that they are appreciated) 
and a sense of calling (that they have a purpose and can make a difference for 
others).
The participants say that company’s working environment makes them feel that they 
already have what they need, both in terms of material and spiritual needs. They say 
that such an environment make them feel comfortable. This is illustrated by the 
following examples.
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“I have a peaceful life” (Interview P03).
“When compared with [the place] before I moved here, I feel more 
satisfied” (Interview P04).
It was revealed that perceived satisfaction was mainly due to a sense of being
appreciated by the leader and the company as well as work environment that aligns
professional job with the opportunity to worship God. In other words, employees’
satisfaction was influenced by a sense that they have purpose in life, as mentioned
above. One participant says that since he could connect his work with his worship,
then “I feel more peaceful” (Interview P04). Similarly, this is illustrated by the
following examples,
“I used to ask to be given a place where I can worship easily, and 
Alhamdulillaah (Praise be to God) God gives me a place like this” 
(Interview PIO).
“Hopefully I got the pleasure of Allah. So I'm happy being here, 
because the improvement of my social status, my life conditions, goes 
along with the improvement in my religiousity, my worship.” 
(Interview P07)
The findings also reveal that the participants have basically obtained the important
things they wanted in life. As described above, their main desire to work for a living
for the family, to be able to worship properly and to give benefit to others, has been
realized by working in PL. This is clearly illustrated by the following statements,
“I have everything; everything has been obtained. So the rest is to 
make a preparation; prepare to leave this world” (Interview P06).
“We are happy, I am very happy, very pleased with Mr. BK. [...] That 
I got so many things, Alhamdulillaah, other than sustenance from 
God, through his business, that I am happier because my spirituality is 
improved” (Interview P07).
7.6. Summary
The leader perceives spirituality as religious spirituality, in terms of practising 
religious teachings sincerely. He emphasizes the importance of doing good deeds to 
other human beings, especially through alms giving. In line with this conception of 
spirituality, he defines spiritual leadership as the act of leading an organization based
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on spiritual values. A spiritual leader is an obedient and devout leader who maintains 
her or his closeness to God and following the example of the Prophet.
The sense of spirituality as the source of the leader’s vision can be observed more 
clearly in respect to his personal vision to survive in the world and in the hereafter 
and to create the company as a place of worship. However, the company’s vision and 
mission statements were focused more on excellent services to customers. Whilst 
service or care for others was regarded as one of spiritual leadership values, those 
formal statements did not adequately reflect the leader’s personal vision. 
Furthermore, the leader’s definition of success shows a strong orientation to religious 
values, as he believes that to be successful is to show the obedience to God or 
observing the teachings of religion in his personal life as well as in his corporate life. 
He also believes that success is to be beneficial for others as well as to achieve 
salvation in the world and the hereafter.
This study suggests that the leader has applied a consultative approach in decision 
making. However, it was not clear that this choice of decision style is directly come 
fi-om his religious values. The effect of a leader’s spirituality on decision making 
needs further investigations.
It was shown that to incorporate spirituality in the organization, the leader believes 
that he should start by changing himself before utilizing a variety of methods to 
others, such as encouraging prayers in congregation at the mosque. He believes that 
this task is a leader’s obligation which should be accounted for before God. 
Moreover, he believes that it will have positive effects on followers’ attitudes and 
behaviours, which in turn will have positive impacts on individual and organizational 
performance.
The leader’s vision was considered as a clear and convincing vision. This was 
essentially caused by the leader’s characteristic of strong will and hard work to 
achieve the vision as well as his persistent communication of vision. The 
commitment to realize the vision was expressed in the attitude of istiqamah
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(steadfast; committed). The commitment towards the company's vision was also 
indicated in the spirit to work wholeheartedly and professionally as they perceived 
their work as part of worship. Whilst the participants confirm that the vision was 
clear and convincing, it was unclear whether its formulation involved organizational 
members at different levels. This issue requires further investigation.
This study found that the strong hope and faith in the realization of company’s vision 
and objectives were basically derived from spiritual values. This was further affect 
the motivation of the leader and employees. They are willing to do “whatever it 
takes” to ensure that the company accomplishes its vision and mission, show 
perseverance, exert extra effort, and setting up challenging goals for themselves and 
for others. They believed that those characters should be prioritized by the true 
Muslims.
In the leader’s spiritual leadership practices, it was found that he and the participants 
had showed the values of altruistic love. These values were derived from the 
appreciation of religion by persistently observing religious worship. The most 
important value was integrity/honesty. Other altruistic values found in this case were 
trustworthy, loyalty to employees, courage, kindness and compassion, forgiveness, 
gratitude, humility, and kinship.
The inner life as the main source of spiritual leadership was clearly supported by the 
findings. Both the leader and the participants perceive spiritual practices as the very 
important activities in their life, and, accordingly, it cannot be separated from their 
working lives. As spiritual persons, they intensely observe rituals, especially prayer 
(shalat). The inner life was also reflected in the sense that they feel hopeful about life 
and care about spiritual health of others.
Similar to the first case, two new themes (i.e., leader as a role model and sincerity) 
were found. They were not mentioned in Fry’s spiritual leadership theory but they 
are considered as a part of spiritual values in some literatures. However, these 
concepts may need further investigation in research about spiritual leadership.
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Another finding of this case was the direct impact of spiritual leadership, i.e., the 
spiritual well-being, and its subsequent implications, i.e., a number of individual and 
organizational outcomes such as organizational commitment, employee satisfaction, 
and productivity. A transcendent vision of the leader has created a sense of calling, in 
which both the leader and the followers believe that their work have the purpose or 
meaning. In this respect, they perceive working as worship to God and a means to 
benefit others. Spiritual well-being was also felt in a sense of being appreciated by 
the leader and the organization. In addition to material rewards, a wide opportunity to 
learn and for self-development were regarded as an exceptional appreciation from the 
leader and the company.
It was found that the participants’ spiritual well-being has positive impact on 
individuals and organizations. The participants feel that they already have a 
conducive and comfortable working environment as well as good interactions with 
the leader. A strong organizational commitment was also evidenced. Another impact 
of spiritual leadership on the company was productivity, which was indicated in the 
form of effort to always provide the best, priority on the quality and productive and 
efficient work processes. At the individual level, the positive impact felt by the 
participants were job satisfaction and satisfaction with life as a whole, although the 
latter was not expressed explicitly. The findings show that employees’ satisfaction 
comes from a sense of membership (that they are appreciated) and a sense of calling 
(that they have a purpose and can make a difference for others).
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Chapter 8
The Case Study of Spiritual Leadership of Hamim Thohari
8.1. Introduction
This chapter presents the findings from the third case. This study consisted largely of 
semi-structured interviews with Hamim Thohari (President Director of Hidayatullah 
Media Group) and ten employees. The criteria applied to select this case were 
described in Section 5.4. Apart from the President Director, of the ten participants, 
four were members of the board of directors, three were managers (including an 
editor-in-chief), one was editorial staff, and two was administrative staff. They had a 
minimum of six years of working at the company, with an average of 17 years of 
service. Each participant’s transcript was assigned a three-character code, starting 
fi'om HOI (the leader) to Hl l .  All quotations taken from the interviews were marked 
by “Interview” and followed by participant’s code (for example, “Interview HOI”), 
while excerpts from other sources will be indicated by the author’s name and year of 
publication.
The initial template in this case was originated from the final template previously 
developed in the first and second cases, as recommended by King (2012) (see 
Appendix 5). Similar to the previous two cases, the final template consists of five 
main themes that are relevant to the research questions (see Section 6.1 for the 
complete list of themes).
This chapter consists of six substantive sections. Following the introduction is the 
general information about the leader and the company. The third section provides 
findings and analysis of the leader’s perceptions of spirituality and spiritual 
leadership. The next section looks at the manifestation of spiritual leadership. The 
fifth section continues with the description of findings and analysis of the 
employees’ perceptions of spiritual leadership and the impact of spiritual leadership. 
Finally, the last section summarizes the findings and analysis of this third case study.
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8.2. General Information about The Leader and The Organization
At the time of the study, Hamim Thohari (HT) was the CEO of Hidayatullah Media 
Group {HMG). HMG has been managing a number of media, i.e., Suara 
Hidayatullah magazine, online media hidayatullah.com, and Mitra FM Radio. In 
addition, this group manages a printing company and a publisher.
HT began to be involved in Hidayatullah as a santri (student) since 1986 when he 
graduated from Institute of Pedagogic and Education. He then engaged in the 
management of Hidayatullah and in 1988 he was assigned to set up Hidayatullah in 
Surabaya. Shortly afterwards, he was assigned by the management of Hidayatullah to 
publish Suara Hidayatullah. Currently, in addition to his role as the CEO of HMG, 
he is the Chairman of the Consultative Council (Dewan Syura) of Hidayatullah 
Central Board.
Suara Hidayatullah is managed by PT Lentera Jaya Abadi, an organization under 
Hidayatullah Central Board. Hidayatullah is a dakwah (preaching) organization 
which manages Pondok Pesantren Hidayatullah (Hidayatullah Islamic Boarding 
School). As a dakwah organization, one of its programmes is sending preachers 
{da’i) to various regions in Indonesia. Because they cannot reach all areas, they 
publish Suara Hidayatullah as a media of dakwah to disseminate the Islamic 
teachings. The first edition of Suara Hidayatullah was published in May 1988 with a 
circulation of 5,000 copies.
8.3. The Leader’s Perception of Spirituality and Spiritual Leadership
The two following sections (Section 8.3.1. and 8.3.2.) discuss the findings and 
analysis of the leader’s perception of spirituality and spiritual leadership.
8.3.1. The Leader’s Perception of Spirituality
This study found that the leader perceives spirituality as an idea that is almost 
identical with religion. He sees spirituality as the closeness to God by observing
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religious teachings and putting these teachings into practice in everyday life. The
leader argues that if spirituality is separated from the religion, the standards of the
values to be referred to would be unclear. He explains,
“Why we did not associate spirituality with religion? Because if we 
talk about honesty then it is not clear where we put this honesty? If we 
associate it with religion, it is very easy, God sees all things, God is 
very close, God is watching us all the time; [...] We want to always be 
seen by God in a state of good achievement, always in a state of 
discipline” (Interview HOI).
He says further that in HMG they strongly emphasize the importance of spirituality.
He also says that to acquire spiritual experience and positive impacts of spirituality,
the religion should not be practiced as a tradition, or practiced by compulsion and
disregard religious consciousness. He relates this awareness with reference to a verse
of the Qur'an. This is illustrated by the following extract,
'"'Iqra bismirabbikalladzi khalaq' (Read! in the name of thy Lord and 
Cherisher, Who created) {Qur'an, 96:1); truly until their religious 
practice become laa iqraha fiddin (no compulsion in religion), there is 
no compulsion, really sincere due to consciousness” (Interview HOI).
He gives another example about the prayer. He says that if the prayer is performed 
only as a tradition and without consciousness and understanding of its meaning, the 
purpose of the prayer '^tanhaa ‘anil fahsyai wal munkaP’ (restrains from shameful 
and unjust deeds) cannot be achieved. He believes that from worship such as paying 
zakat, infaq, and sadaqah, we are supposed to get an “incredible spiritual 
experience” (Interview HOI).
The similar perception of spirituality was expressed by the participants. They say that
spirituality is a religious practice in all aspects of life, based on faith in God as the
source of truth. This is illustrated by the following statement,
“I put it this way, in my perspective, religion-based spirituality means 
that everything we do must be based on religion. There can be no 
activity without a foundation. So when I do goodness, I do it because 
my religion says so” (Interview H03).
Another participant says that spiritual values derived from religious teachings 
actually “have been embedded in every Muslim” (Interview H06). Since the values
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were associated with the interconnection with God, its implementation in human 
actions is not only inclusive of worldly dimensions but afterlife dimensions as well. 
It is believed that business goals should always be integrated with higher goals, for 
example, to extend kindness and provides benefits to the community. In other words, 
the actions performed are based on “religious motivation” (Interview HIO).
The leader believes that spirituality may not be developed without connection to 
religion. Furthermore, in his conception of religious spirituality, the leader 
particularly mentions two important elements of spirituality: the interconnection with 
a Higher Power and the interconnection with human beings. The leader does not 
explicitly talks about the interconnection with nature and all living beings.
As a Muslim, for the leader, the concept of the “Higher Power” actually refers to 
“God” or ‘"Allah.'" He seems to put a strong emphasis on the interconnection with 
God in his conception of religion and spirituality. According to the leader, one of the 
fundamental beliefs of a Muslim is that truth comes from God, as mentioned in the 
Qur’an, “Alhaqqu mirrabbikum" (The Truth is from thy Lord) (Interview HOI). In 
addition, every Muslim believes that every man has always been in God's presence 
because He is The All-Seeing (Al-Basir). He explains further that true actions to 
glorify God are manifested in our willingness to observe and show complete 
submission to all of His commands and keep away from all of His prohibitions 
(Thohari, 2010a).
Another aspect that the leader emphasizes in the interconnection with God was that 
every Muslim should always involve God in making her or his decisions. In addition, 
one of the primary means to maintain a relationship with God and always involve 
Him is prayer. Apart from obligatory prayers, the leader says that at Hidayatullah, a 
tradition of performing Tahajjud (night prayer) is embedded as a highly 
recommended worship in Islam. The essential role of Tahajjud in maintaining 
closeness to Allah is illustrated by the following extract,
“When no one was watching, no one is listening, no one knew, take
ablution, in the middle of a cold night, and then pray in the face of
God alone” (Interview HOI).
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In the same line with the leader, the participants describe the importance of the 
interconnection with God in all aspects of their life. For example, one participant 
says, “Wherever you go, you have to felt that God is always with us” (Interview 
H02). Another participant says that the values cultivated in HMG is that beyond 
human efforts,
“We are asked to always rely to Allah, for verily it is God who has the 
power, so human beings can only do their endeavours. [...] We cannot 
do anything without God's involvement, without the role of God. [...]
It is what has been always introduced” (Interview H03).
The most important value which was embedded in the organization is tauhid
(Oneness of God), as one participant explains,
“As I understand it, the spirituality is tauhid, our highest dependence 
on God” (Interview H03).
In addition, the participants say that it is the ties of tauhid that unite them in such a 
way that sometimes they treat their fellow employees better than their own brothers.
Furthermore, it was found that for the participants, working in this company is not 
just to make a living but it is the call of God. They believe that as long as they run 
the business by following the values in accordance with the religious teachings, any 
results they get are a gift from God. Hence, in the first place they do not measure the 
company’s success by the common parameters in business, especially because the 
company is a part of dakwah organization. This is illustrated by the following 
statement,
“For dakwah, if we have delivered the message, it was a success in the 
eyes of God, because the parameters are different from business” 
(Interview HIO).
This study found that to build good relationships with fellow human beings is clearly 
believed as a religious order. It is also associated with the concept of pesantren in 
general, which teaches that the Prophet was sent down to be rahmatan lil 'Alamin 
(the grace or mercy for all creatures) or to provide benefits for all human beings. 
This is exemplified by the following extract.
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“When I provide good services for people, it is because my religion 
asks me to do so; that indeed we must build a good relationship with 
people” (Interview H03).
These interconnections are manifested in various forms of both tangible actions such 
as paying zakat, infaq, sadaqah, as well as building good relationships through 
positive attitudes. To invite others to do good, to work professionally and to provide 
benefits for human beings were also considered as the expression of one's 
spirituality. The participants believe that the relationships and good deeds towards 
our fellow human beings will provide benefit for themselves as well as give them 
incredible spiritual experiences.
Furthermore, it was found that building relationships with others is also seen as a
religious practice with a broad meaning, as it was also exemplified by the Prophet.
This is illustrated by the following statement,
“It is The Prophet who taught us this way. So we always be reminded 
that we should not practice our religion in a narrow way of thinking, 
but in the smallest aspects [of life]” (Interview H02).
The findings show that the participants were taught to build a good relationship with 
the reader and with the community in their surroundings. As described above, as part 
of the dakwah organization, what they wish to achieve is to provide benefits to the 
community. This was articulated by the leader, as described by the following 
participant,
“In my opinion, Mr. Hamim’s idea is very simple, ‘You may do 
something to earn profit as much as possible, but remember that 
behind you there are many people in need; and it is your 
responsibility. When you lose, they lose, when you get the profit, then 
they also have to get benefits’” (Interview H09).
It was also found that the employees are encouraged to preach to the community,
with the people, as taught in the Qur'an. Hence, they are encouraged to become a
leader in the community. This is explained by the following statement,
“In fact, activists in Hidayatullah will also participate in the 
community; make contribution and work for the communities where 
they lived” (Interview PIO).
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To sum up, the leader essentially perceives spirituality as a concept that cannot be 
separated from the religion. The most important element in this conception is the 
relationship with God, which is based on the concept of tauhid (Oneness of God). 
However, the leader argues that to get the benefits of spirituality, religion should not 
be practiced as a tradition. It should be accompanied by a religious consciousness. 
The leader also emphasizes the importance of doing good deeds to other human 
beings. Building a good relationship with others is an essential teaching for Muslims 
because they believe that Islam was revealed to the benefit of all of His creatures.
8.3.2. The Leader’s Perception of Spiritual Leadership
This study found that the leader views leadership as an amanah (trust) that must be
accepted and fulfilled with frill responsibility. When he first got an assignment from
the management of Hidayatullah to publish the magazine, he had perceived it as an
amanah that must be accepted, which was followed by a willingness to learn. He
says that he accepted the leadership task,
“...solely on the basis of samVnaa waatha'na (we listen and we 
obey)” (Interview HOI).
He explains that the word saminaa implies knowledge (Thohari, 2006). It means, 
prior to obeying the instruction, someone must understand its contents and goals as 
well as its implementation method. He asserts that when an instruction is against 
God’s rules, we are not obliged to obey it even if it comes from our leaders.
It was found that HT’s leadership in HMG is entirely built on the basis of religious 
spirituality. Regarding other aspects of his leadership, he says that professionalism is 
important but the most important thing is to accept the leadership role as an amanah 
and to uphold integrity/honesty.
The leader explains that the prime motivation of his leadership and of employees’ 
contribution is the devotion to God through dakwah. This was particularly evident in 
the early years of the magazine, when they practically did not receive salaries and did
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not think about getting money from their jobs. To describe employees’ role as a
major strength of the company, he says,
“Their satisfaction, their happiness is when they come to anywhere 
and talks about the mission, wherever they go, there is something 
passed on to others. That's the power behind Hidayatullah” (Interview 
HOI).
The leader further suggests that in leader-follower relationship, the most important 
thing is to build ukhuwah (brotherhood). The leader’s conception of this relationship 
seems to describe the typical characteristics of Islamic dakwah organization, i.e., the 
spirit of brotherhood and togetherness.
Regarding the relationship between spirituality and the technical aspects of 
leadership, the leader believes that the spiritual aspect could prevent them from bad 
intentions and goals. However, he argues that we need the management system to 
prevent people from that opportunity. He believes that an organization must be 
managed through the system in such a way that it does not give a chance to its people 
to create misconducts. In his view, while they accentuate spirituality in their 
organization, rational managerial actions must still be prepared as well.
HT’s leadership conception which is based on religious spirituality was confirmed by
the participants. They say that as the leader, he strongly emphasizes moral values.
However, it seems that his leadership practices were not a unique style of leadership
in Hidayatullah. As mentioned previously, HMG is a part of Hidayatullah as a social
organization {prganisasi masyarakat) with the vision of dakwah. Consequently, the
leader refers to the same values that inspire all organizations under the management
of Hidayatullah and his spiritual leadership seems to be a foreseeable leadership
style. In terms of HT’s focus on spiritual values, one participant states,
“And because this magazine is a dakwah magazine, of course from the 
beginning we were not only received job-related directives, but a 
spiritual direction as well; that we are . here not merely work for a 
living; that it is the media of struggles” (Interview H02).
As a consequence of the organizational characteristics described above, the leaders at 
all level in HMG always see the management aspects of the business from religious
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point of view. Organizational vision and parameters of success were not necessarily
related to materialistic or worldly achievements. The reference is the teachings of
religion. For example, some participants describe the leader’s approach to the
management of the organization as follows,
“When providing solutions, he almost always refers to the Qur'an and 
hadith" (Interview H02).
“He offers the concept of media management, taken from the Qur'an\ 
every time he makes a statement, he always associated it with verses 
from the Qur'an" (Interview H04).
Furthermore, due to the uniformity of Islamic values and organizational culture
under Hidayatullah management, including HMG, it can be assumed that the leader’s
influence in terms of the espoused values was not so visible. This is illustrated by the
following example,
“This is the system; it is no longer dependent on the figure of Mr 
Hamim. So maybe he is a pioneer, who had developed a moral system, 
or a spiritual system like this, and then it becomes systemic that even 
if he is not present, it has been like that. [...] Thus when we are 
mutually reinforcing, even without his presence, God willing, we 
continue to have such commitment. [...] Maybe he is one of the 
pillars, but there are also other pillars that preserve spiritual values” 
(Interview H02).
However, it also showed that despite the fact that spiritual values actually have been
embedded in every Muslim, the role of HT as the leader is still required. This is
illustrated by the following participant,
“But sometimes we need a figure, we need somebody so that if we are 
not reminded, [...] we are just human being, or as an employee, 
sometimes we need motivation from superiors, need guidance; for 
example regarding values such as discipline and responsibility [...] we 
inspired spiritually by Ustadz Hamim” (Interview H06).
As one of this study’s objective is to examine of the elements of spiritual leadership 
and its impact on organizational members, participants’ perception on spiritual 
leadership will be discussed in more details in Section 8.5.
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8.4. The Manifestation of Spiritual Leadership of HT
From the findings of this case, it can be assumed that HT’s spiritual leadership was 
affected largely by his background since the first time he had involved in 
Hidayatullah. Since he graduated from university in 1986, he was directly joining 
Hidayatullah as a student {santri). Two years later he was assigned to publish Suara 
Hidayatullah. Accordingly, from the beginning he has been involved in the 
leadership structure of Hidayatullah as well as in the magazine. HMG then formed 
after the establishment of a number of other business units, such as radio and online 
media. Currently he is also the Chairman of the Consultative Council of Hidayatullah 
Central Board.
As spiritual leadership is the values, attitudes, and behaviours that come from 
spiritual or religious practices, it can be proposed that HT’s perspective on leadership 
was influenced by the characteristics of Hidayatullah as an Islamic dakwah 
organization. This can be observed at least from his vision, the way he defines 
success and the steps that he takes to promote spirituality in the company, as will be 
discussed in the following sections.
8.4.1. Business Philosophy: Vision
This study found that as a part of the dakwah organization, the vision articulated by 
the leader, which was also consistent with the parent organization's vision, has 
completely reflected a sense of spirituality. The vision of Hidayatullah as a social 
organization is “Building a Civilization of Islam” {Membangun Peradaban Islam) 
while its main mission is to attain the pleasure of Allah through the strengthening of 
tauhid and the establishment of a Qur'anic society (www.hidayatullah.or.id). In 
addition, the vision statement of HMG is “building a network of tauhid community.” 
In other words, the vision of this organization is preaching the value of tauhid to the 
whole community of Muslims across Indonesia.
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Regarding the leader’s vision, one participant says, “His vision is to build the power
of the ummah (Islamic community) through Hidayatullah magazine” (Interview
H06). Another participant says,
“We want to enlighten the public, to educate people so that they are 
enlightened with tauhid teachings through this media; [...] we want to 
build a network of tauhid community” (Interview H03).
When he was asked to describe what kind of vision that is able to motivate all staff of
HMG, the leader says that basically the vision of this organization is dakwah. He
tells employees from the beginning that the media is a tool for struggle and they are
performers of dakwah. He further describes employees as follows,
“They are people whose life is devoted to preaching. Yes, they are the 
ones who are satisfied if they see someone else get guidelines; get 
gifts of guidance from Allah, either through writing or verbal 
preaching” (Interview HOI).
Furthermore, in business context, the company’s vision is “to be an excellent media
business, not only in magazines, but in almost all media” (Interview HOI). This is
also illustrated by the following statement,
“One of the vision and mission of the magazine is to make 
Hidayatullah as the largest in its class, the class of monthly magazine,
Islamic magazine, which is able to provide information to the ummah" 
(Interview H06).
Therefore, after successfully building this magazine to be the largest Islamic
magazine in Indonesia today, they have built an online media (hidayatullah.com)
since 1996 and a radio station in Malang. In the upstream sector HMG has built its
own printing company. The leader says that his dream in the future is to have their
own TV station and satellite or even paper mills. The vision to build a media network
was also confirmed by the participants. This is illustrated by the following statement,
“Within a short term we've had to develop some media. Then in a few 
years later we want to start getting into the upstream; we have a 
printing unit. Perhaps later into the downstream we will have a 
bookstore, all kinds” (Interview H02).
In terms of vision, the participants describe the leader as a visionary leader as well as 
a motivator who inspires employees with the concept of media management taken
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from the Qur'an. The concept of expanding the scale of dakwah through the 
magazine, in the fields of study that require intellectual enlightenment, was referred 
to as “dakwah bil qalam" (preaching by a pen) (Interview H06; Interview H07).
Following vision setting, a leader should effectively articulate the vision to all 
organizational members and other stakeholders. It was shown that the leader's vision 
has been motivating the employees to work determinedly and to have a strong 
commitment to the company. Furthermore, the employees also confirm that the 
leader has been frequently articulating his vision to all staff. This will be discussed in 
more details in Section 8.5.1.
8.4.2. Business Philosophy: Definition of Success
This current study found that the leader’s description of success show a strong 
orientation to religious values as well as reflecting organizational vision and values. 
He basically describes success as the obedience to God as well as the realization of 
the objectives of dakwah. He says that one’s success is completely a form of 
gratitude to God. He adds that more important thing than material achievement is 
that a person's success is realized when he or she is “fully submitted to God” 
(Interview HOI). In line with this, in his article he refers to a verse in Qur’an that 
says “Indeed, for the righteous is attainment” (78:31), concluding that the key of 
success is takwa (piety) (Thohari, 2009).
It was found that similar perception of the meaning of success is expressed by the
participants. Basically, they provide a measure of success in the context of dakwah
and in the business context. They point out that sometimes the two measures do not
necessarily go hand in hand. The success of dakwah takes place when the messages
are delivered to a lot of readers and have positive impact in terms of improved
knowledge of Islam which in turn changes their attitudes and behaviours. One
participant says that the leader used to reminds them that,
“From the moral point of view, he even said it this way, we can be 
proud of our profit, but never felt proud when our magazine has no 
effect after people read it. Because when we create this magazine, 
actually the profit goal is the second thing. The main objective is how
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this magazine can change people from ignorance to be knowledgeable 
[of Islam]” (Interview H02).
8.4.3. Decision Making Style
Findings show that the leader tends to apply consultative approach by involving the
employees in decision making. This is clearly illustrated in the following extract,
“We almost never make decisions without consultation 
(musyawarah)" (Interview HOI).
He states further that the main part of consultation is listening. In this regard, the
leader’s characteristic as a good listener is illustrated by the following participant,
“He is a good listener; then work together to find solutions, open up a 
dialogue about a problem with other staff’ (Interview H04).
Similarly, another participant explains, '
“The nature of Mr. Hamim’s leadership is open and collegial. So 
everyone can take an initiative but still there is accountability in line 
with the existing structure; the initiative to move the wheels of this 
company could be from anyone” (Interview H09).
The leader adds that in addition to consultation, decisions were often made by 
performing istikharah (the Islamic prayer for guidance; it may be performed 
whenever a Muslim faces an important decision). Basically, this practice is 
commonly performed by practising Muslims, particularly, as implied in its definition, 
when someone has to make important decisions. The leader explains that istikharah 
essentially is “asks the decision of Allah, by involving Allah in making our 
decisions” (Interview HOI).
The application of consultation, especially in strategic decisions, was confirmed by
participants. It was shown that consultations were carried out through meetings in the
boardroom as well as in other forums such as informal meetings in mushalla (prayer
room). This is illustrated by the following example,
“It was the result of the meeting arranged by Mr. Hamim; an open 
meeting regardless someone’s rank. We could meet and discuss fairly, 
to criticize and to build ideas into progress” (Interview H09).
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The findings also show that the leader always refers his decisions and solutions to 
religious teachings. For example, one participant says, “In providing solutions, he 
almost always refers to the Qur'an and hadith" (Interview H02). It was revealed that 
when making important decisions or finding solutions, “spiritually we pray and make 
supplications; focusing on Tahajjud for example” (Interview H04). He adds that this 
approach has been encouraged by their parent organization (Hidayatullah) as a tool 
for organizational members to seek resolutions.
8.4.4. Promoting Spirituality in the Organization
This case study found that the methods utilized by the leader to promote spiritual
values among the employees are basically similar with those commonly found in
Islamic-based organizations. Performing obligatory prayers in congregation has
become a culture in the company. According to the leader, the ritual worship which
was emphasized here is Tahajjud. He asserts that the night prayer is an appropriate
means to habituate sincerity since it is performed in the midnight before dawn, when
most people are still asleep and we pray in the face of God alone. Moreover, the
leader often reminds the employees to always perform other voluntary worship such
as voluntary prayer, voluntary fasting, reading the Qur'an and i ’tikaf.^ This is
illustrated by the following statement,
“To begin effective work, he did not forget to suggest two options, 
perform Dhuha or read the Qur'an at a glance. It means we are still 
given the opportunity to worship, around fifteen minutes” (Interview 
H09).
In addition, the company arrange what is called as halaqah (groups of study circle) 
which was carried out once a week. In this halaqah, anyone can express ideas on 
dakwah or give lectures. As described by one participant, this halaqah was not 
unique to HMG.
“Halaqah (the study groups) are encouraged nearly in all companies 
under Hidayatullah management” (Interview H08).
 ^ T tik a f is  an Islamic practice consisting o f  a period o f  retreat in a m osque for a certain 
number o f  days in accordance with the believer’s ow n w ish. It is m ost com m on during the 
month o f  Ram adan, especially in the last ten days.
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The leader confirms that in the coaching in this halaqah, a more important issue is to
build ukhuwah (brotherhood) and to encourage employees to adopt the same values.
In addition to halaqah, there was another meeting which is held at certain occasions.
This is explained by the following participant,
“When he recognises that staffs morale begins to decline, we would 
be gathered, and then there are another briefing, (we are) reminded.
Then we also have a kind of spiritual refreshment once a month and 
he would give lecture at this occasion” (Interview H02).
In such meetings, guidance in terms of Islamic knowledge was not only provided by 
the leader. The company may also bring in external religious teachers. In the leader’s 
point of view, such meetings are important as a forum of reminder for all staff 
because as human beings we always face the temptations, especially in our personal 
and business interactions with others. In addition, through this forum, as the leader of 
a company under Hidayatullah, he plays a role to maintain the values of the parent 
organization. These meetings were also used to remind everyone's commitment to 
dakwah vision so that the purpose of working is not simply to make a living but 
struggling to build a tauhid community.
As a summary, the leader had applied a variety of methods to incorporate spiritual 
values to the employees. He did all of these because as the leader of a company 
under the parent organization Hidayatullah, he is responsible for maintaining the 
commitment of everyone to dakwah vision and organizational values and regulations. 
Moreover, he believes that it is important to build ukhuwah (brotherhood) and that 
the employees adopt the same values.
8.4.5. Spirituality and Performance
Regarding spirituality-performance relationship, this study found that spiritual 
leadership has led to increasing individual and organizational performance. When it 
was first published in 1988, the circulation of Hidayatullah magazine was 5,000 
copies. Currently, the magazine's circulation across Indonesia is about 50,000 copies. 
Although this number is relatively small compared to Indonesia's Muslim population 
of around 209 million people (globalreligiousfritures.org, 2013), he clearly states.
202
“Thank God for the last tens of years, Hidayatullah magazine is one 
of the largest Islamic magazines in Indonesia” (Interview HOI).
Unlike the distribution of other magazines in general, Hidayatullah goes directly to 
the reader. It was not sold through outlets or external agencies. Other than by direct 
subscriptions, the magazine has been distributed by Hidayatullah's employees who 
become 'agents' or through Pesantren Hidayatullah branches in various regions. 
Besides its success of developing and delivering Hidayatullah magazine as one of 
Indonesia's largest Islamic magazine, HMG also successfully developed other media, 
i.e., hidayatullah.com online media and a radio station.
As mentioned in Section 8.5.3, the leader believes that their achievement was not 
solely due to the quality of the magazine. Instead, this is due to the fact that 
Hidayatullah was supported by the employees who believe in the same mission and 
have the same values as well as committed to sincerely contribute their preaching 
through the magazine. This proves that spiritual values and leadership practices that 
are consistent with those values could have positive impacts on individual and 
organizational performance.
Furthermore, working in a professional manner was not only seen as a work
requirement to achieve the expected results but also as a religious demand. To
demonstrate professionalism in work and strive to provide the best is understood as a
part of religious teachings. This is illustrated by the following statement,
“The Prophet wants us to work professionally. So we are now 
emphasized to be professional but given the motivation that behind 
this we work professionally to seek God's blessing as well, finally we 
come to this purpose” (Interview H02).
The participants believe that commitment to apply the values that focus on the 
teachings of tauhid which is accompanied with professionalism will have positive 
impact on individual and organizational performance. Employees’ strong motivation 
and commitment has resulted in satisfactory performance of HMG, especially as 
shown by the position of Hidayatullah magazine in Islamic magazine segment in 
Indonesia. However, it was realized that there were always some people who do not
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show an acceptable level of individual performance, as described by the following 
participant,
“Except maybe for some people, and it is normal, among many 
employees there is one or two people who did not have a background 
[...] they were slow to change in terms of knowledge, morals, so to 
speak” (Interview H06).
In that perspective of spirituality, it was shown that performance or any results that
have been achieved are seen solely as a grace from God in return for the effort and
the obedience to His commands. This is illustrated by the following extract,
“It was God’s reply to my efforts even though it came from different 
ways” (Interview H11 ).
In this third case study, further discussion about spirituality and performance will be 
presented in Section 8.5.7. As discussed in Section 8.1, the last three main themes in 
the final template were developed based on Fry’s Spiritual Leadership Theory. In the 
following sections, I will discuss the fit of HT spiritual leadership to this theory.
8.5. The Fit of HT Spiritual Leadership to Fry’s Spiritual Leadership Theory
This section presents the findings about all elements of spiritual leadership as well as 
the impact of spiritual leadership on organizational members.
8.5.1. Vision
In this section, I will describe findings and analysis of two aspects of the leader’s 
vision and how employees perceive this vision, i.e., clear and convincing vision and 
committed to vision. Unlike the first case but similar to the second case, a sub-theme 
of “vision inspires best performance” did not materialize in this case.
8.5.1.1. Clear and Convincing Vision
The findings show that the leader’s vision is clear and convincing. As mentioned in 
Section 8.4.1, the participants confirm that in addition to the vision of Hidayatullah 
to build Islamic civilization based on tauhid and HMG vision to build a network of 
tauhid community, the future vision of the leader is that HMG will be an influential
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Islamic media with an extensive network. This is illustrated by the following 
statement,
“Yes, one of the targets to be achieved by the presence of this 
magazine is that we want to build a network of tauhid community” 
(Interview H03).
One of the consequences of its vision as a medium of dakwah is that employees 
interpret this work as “a tool of struggle” (alat perjuangan) (Interview H08) or 
acknowledged their role as “performers of preaching” (pekerja dakwah) (Interview 
H09). This vision was well understood by the participants. They describe one 
manifestation of this vision at individual level is that they have social activities in the 
community. It was shown that most of the employees have a role in their surrounding 
community; either it is directly related to dakwah activity (as a religious teacher, for 
example) or indirectly as a community leader in their neighbourhoods.
To articulate his vision, the leader gets involved in a variety of interactions with the
employees. This is illustrated by the following example,
“Either in the meetings, it has always occurred, the vision and the 
mission was delivered. Or in a morning briefing, it is always 
delivered, to be reminded repeatedly” (Interview H04).
In addition, a clear and convincing vision was partly due to the leader’s
communication skills, as exemplified by the following statements,
“Mr. Hamim has an advantage in articulating something; his 
communication in a briefing session or in a meeting is interesting” 
(Interview H05).
“The way he explains to his subordinates was very good, very 
comfortable. You see, every word said by Mr. Hamim can really touch 
us” (Interview H08).
Regarding the formulation of the vision, one participant who served as a member of
the board of directors explains,
“He is always communicating; dialogue, sometimes in the form of 
directives to his staff, to other directors to get to the vision. Sometimes 
there is also a two-way dialogue to assess the vision and so forth, to 
adapt it to the present conditions and so forth” (Interview H04).
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However, it was unclear whether the leader only involves the board of directors or 
other members across organizational levels.
The clear and convincing vision which is communicated in a proper and convincing 
method and language creates an understanding and commitment to the vision among 
the employees. The following section discusses employees’ commitment to the 
vision.
8.5.I.2. Committed to Vision
This study found that the leader is fully committed to realize the vision of
Hidayatullah in general and HMG vision in particular. When he first received the
assignment to publish this magazine, he says that he was determined to accept the job
as an amanah on the basis of sami'naa waatha'na (we hear and we obey). That is, the
passion to follow what has been mandated by his leaders at that time. This
commitment is illustrated by the following statement,
“Feel obliged by these circumstances then we, me along with other 
friends then strive to carry out this amanah by our very limited ability.
Most of us at that time did not have competencies [...] especially in 
the field of publishing press” (Interview HOI).
The leader also expresses his commitment to the vision of transforming HMG to be
an influential media group among Muslims in Indonesia. One participant states, HT
is “very consistent with the vision that has been set” (Interview H04). Nevertheless,
he admits that it is not easy to realize this vision. He says that one of the main
challenges is the quality of human resources. In this regard, he explains,
“This is what we are constantly prepared. We never stop preparing our 
human resources who will be able to realise our dreams” (Interview 
HOI).
It was found that the participants express their commitment to Hidayatullah’s 
organizational vision as well as the company’s vision. This commitment was strong 
enough in such a way that, even without the presence of the leader, it was assumed 
that their commitment remains the same. It seems that this is a manifestation of a 
stronger commitment to religious values that they strive to uphold rather than a
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simple obedience to the leader. This was evidenced from the participants’ statements 
that they “commit to the values that we uphold” (Interview HIO) and that they have 
“a strong commitment to Islam” (Interview H ll). Nevertheless, they state that they 
did not deny the role of the leader who always reminds and reinforces this 
commitment.
The participants also express their commitment to the business vision of HMG. This
commitment is illustrated by the following example,
“We should not be satisfied with one media; we should have plenty of 
media. We even should have a TV station. From there then it was 
break down into all business units that we should be developed. We 
should not content ourselves with one company. We must have a 
target that in a few years in the future we will have a certain number 
of companies” (Interview H02).
Following the formulation of a clear and convincing vision, spiritual leadership 
requires hope/faith in vision that intrinsically motivates both the leader and 
followers. The following sections discuss the findings of hope/faith that were 
manifested in a number of aspects that motivate the leader and the employees.
8.5.2. Hope/Faith
This section discuss findings about some sub-themes of hope/faith, i.e., have faith in 
organization, ’do whatever it takes’ and perseverance, exert extra effort, and set 
challenging goals.
8.5.2.1. Have Faith in Organization
The findings show that the strong hope/faith of the leader and the participants toward 
their organization was essentially rooted in spiritual values, particularly the faith in 
God. They believe that with sincerity and devotion in carrying out God’s commands, 
they will acquire blessings from God. They believe that if they hold on to the vision 
and the commitment to preserve Islamic values, this will bring success to the 
business.
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The participants believe that in return for their effort, God will provide sustenance
from various directions. They argue that what they have to do is to have the right
intention, make their best effort, make supplication to God and then accept the results
as His provisions. This is illustrated by the following statements,
“Most of us think that this is God's help alone, although there were 
our endeavours in this, but God gives more” (Interview H ll).
“Indeed I believe that God provides our sustenance. [...] We believe 
that if something is our sustenance, it would be easy, Allah makes it 
easy. [...] About the sustenance, we have faith that it's from God.
About how much will we get, let God take care of it” [...] The 
important thing is we're already made a plan through SWOT analysis; 
whether it would be successful or not, we put our faith in God” 
(Interview H07).
The fundamental principle which was specified by the leader is that by believing God
as the only source of truth. He will provide endless rewards. In addition, he states
that people must believe that whatever it may be, God’s decisions and provisions
shall be addressed as the best. The leader explains,
“God willing, it's the best; if we are not successful, we are patient and 
it will be a virtue. If we are successful, it becomes a gratitude to God 
and it is also a virtue” (Interview HOI).
8.5.2.2. “Do whatever it takes” and Perseverance
This study found that the strong beliefs and expectations on the realisation of 
corporate vision and objectives further affect the motivation of the leaders and the 
participants. They were willing to do “whatever it takes” and show perseverance in 
their efforts to ensure that organization accomplish its vision and mission. They 
consider perseverance as one of Islamic values. This is illustrated by the following 
statements,
“One characteristic of them, yes, we give an illustration, during the 
day as a hungry tiger, during the night like a weeping angel who 
always expect the pleasure of Allah” (Interview HOI).
“So it is like a seed that was planted well, protected and so, when he 
was already sufficient it must be spread. Scorching heat of the sun in 
real life is not deadly to them, but rather to make them grow bigger” 
(Interview HOI).
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The success of overcoming various obstacles and problems over time shows the
perseverance and determination of the leader and the participants. A number of
participants believe that in the middle of the failures of some Islamic magazines, it is
the spirit of perseverance that made them survive and remain the largest today. When
they faced financial difficulties in 1998, this magazine failed to be published for one
edition. One participant describes how the leader used to encourage them to stay
motivated at that time.
“I still remember at that time Mr. Hamim came to talk with us, “We 
have not published these days, today we agreed not to publish. But we 
stop here to move ahead and then we should not stop to publish next 
time. We must publish, at all cost” (Interview H09).
It was demonstrated that, essentially, the determination rests on two pillars consistent
with religious teachings, i.e., hard work and invocation to God. For that reason, the
leader teaches the employees that when outcomes do not meet expectations, what
must be done is to improve the hard work and the quality of worship. This
motivation given by the leader is illustrated by the following extract,
“If you have not been able to (achieve results), it means your efforts 
are not good enough, your pray are not good enough. It must be 
realized, find the way, think hard about it” (Interview H02)
S.5.2.3. Exert Extra Effort
In the participants’ point of view, working within the constraint of available facilities
and often beyond working hours is something common in their company. The
employees are continuously encouraged by the leader that dakwah is a 24 hours job.
In fact, they say that this spirit has become a corporate culture. In assessing the
employees’ endeavours, the leader explains,
“I see that my friends are still working on a lot of duties; sometimes 
they sleep here, with available facilities, they had to do overtime 
work, and so on. I think those values are very important” (Interview 
HOI).
It was shown that the spirit of hard work was inspired by the leader through the 
examples of work ethic of the Prophet and his companions, who were known as hard
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workers. It was also understood as an interpretation of an important value in Islam,
i.e., ihsaan (perfection or excellence), which means that someone taught to work
more than average in every situation. Therefore, it was shown that to work beyond
normal working hours and even stay overnight in the office is a common practice. It
seems that this is a manifestation of passion for dakwah vision which is attached to
organizational members. This is illustrated by the following examples,
“I feel this way: there is excitement or passion, when dealing with 
people, taking care of people” (Interview H05).
“We have to be enthusiastic; we give the best to the people. [...] It 
was said that if necessary, it feels that 24 hours is not enough” 
(Interview H06).
8.S.2.4. Challenging Goals
Other findings show that the confidence or trust in the organization and the leader
were reflected by setting challenging goals, especially as shown by the leader. As
already explained, the leader sees the tasks assigned to him to publish the magazine
with very limited resources as a challenge. He says that “at that time we were only
given a capital of five million rupiah to publish a magazine” and with “our very
limited ability” he and a number of colleagues successfully developed this magazine
(Interview HOI). In addition, he describes how he used to challenge young people
wh.0  Hidayatullah at the beginning of its establishment. He describes,
“Final year students and fresh graduates who want to join 
Hidayatullah at that time, their orientation week was to sell 
magazines. We reduce their pride as university graduates by asking 
them to sell magazines on the buses and went directly to the people as 
resellers of the magazine. And it was very effective” (Interview HOI).
When a few years later the magazine had shown good progress, the leader sets more 
challenging business goals to all levels of management and employees. As described 
by one participant, “He is able to provide new challenges. There are always 
challenges” (Interview H05). In addition to increase the types of media to be 
published, as well as the aspiration to build a TV station in the future, he challenges 
the employees to be able to develop new lines of business outside the media. As 
described in Section 8.5.1.2, this challenge is illustrated by the following participant.
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“We should not content ourselves with one company. We must have a 
target that in a few years in the future we will have a certain number 
of companies” [...] Then in a few years later we want to start getting 
into the upstream, we have a printing unit, and perhaps later into the 
downstream we will have a bookstore, all kinds. We already have 
such plans” (Interview H02).
8.5.3. Altruistic Love
Findings of this case study show a number of themes of altruistic love, which 
described the characteristics of the leader and his followers. These themes are: 
integrity/honesty, trustworthy, loyalty, courage, kindness/compassion, forgiveness, 
gratitude, humility, and kinship (see The Final Template in Appendix 5).
8.5.3.I. Integrity/Honesty
This study shows that, as mentioned in Section 8.3.1, integrity/honesty is one of the 
preserved core values in HMG. Integrity/honesty is regarded as a far more important 
value than professionalism. As confirmed by the leader, “So, after honesty, 
professionalism becomes the second most important” (Interview HOI). Furthermore, 
the leader is also known as someone with a strong integrity. For example, it was 
described as the consistency between his words and actions, as a participant says,
“He is very consistent once a decision is made” (Interview H04).
The participants confirm that honesty is the essential value of religious teachings.
Honesty is also seen as a basic principle to carry out the amanah given to a Muslim,
as illustrated by the following participant,
“The main pillar of trust is that we work honestly. Therefore, it is 
always to be emphasized here, how we carry out the trust in line with 
our social contract” (Interview H02).
The findings show that even though the company has built the management system 
and regulations governing the employee relations such as working hours, the 
commitment to uphold honesty makes its implementation was not as strict as in most 
other companies. For example, since many employees have their dakwah activities 
outside the company, the management gave more discretion to the employees in
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terms of absenteeism. Since the culture of promoting integrity and honesty was
already attached, it was assumed that the employees will honestly take into account
their working hours and make a replacement of lost hours at other time without being
imposed by company’s regulations. To complement this value is the embedded
shame culture on organizational members, as illustrated by the following participant,
“The second is our embedded sense of shame when we do something 
that violates our morals (akhlak). That's part of the character” 
(Interview H07).
8.5.3.2. Trustworthiness
Besides integrity/honesty, another core value repeatedly expressed and emphasized 
both by the leader and the participants is amanah (trust) or trustworthiness. In 
accordance with the teachings of Islam, any job or task is first seen as a trust that 
must be accepted and then executed in a trustworthy manner. This is illustrated by 
the following statements,
“The most important value of course amanah (trust)” (Interview H04).
“After we set our intention, we must instil that our job is an amanah" 
(Interview H02).
Trustworthiness was also indicated by an atmosphere of openness and positive 
thinking among organizational members, both from the leaders to the employees, 
among fellow employees and with others outside the organization. This is illustrated 
by the following examples,
“We build our trust into other people” (Interview H05).
“For example when we are late, for some reasons; it's more accepted, 
since we started from husnuz zhan (positive thinking) among our 
friends. If someone says something, we believe him” (Interview HI 1).
8.5.3.3. Loyalty
The leader's loyalty was indicated by the participants in the form of caring and 
responsibility for employees’ efforts to run the company. This is illustrated explicitly 
by the following extract.
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“He said that ‘my role here is to take care of the group’” (Interview
H04).
Furthermore, the leader shows his care not only in work related matters but also with
regard to situations when the employees encounter problems outside work, as
described by the following example,
“If there is a problem, he noticed. For example, a variety of issues 
related to ... for instance, why a family is not live in harmony? He 
truly pays his attention, ‘How is your family?”’ (Interview 08).
The leader’s loyalty was also shown by his policy to avoid layoffs as much as
possible even when the company was in difficult conditions. It was revealed that he
wishes to create the culture of togetherness in every situation, either good or bad, as
explained by the following participant,
“Especially in the employment decision that he really defends it, do 
not let the employees ... if we need to cut the cost here and there, just 
do it, but the employee must keep working and not to be laid offs” 
(Interview H06).
8.5.3.4. Kindness and Compassion
Kindness and compassion were indicated by the presence of a strong bond and close
relationship among organizational members. This is one of inherent strengths of the
company. The atmosphere which was built here is the atmosphere of silaturrahim
(friendship), as illustrated by the following statement,
“The relationship is very good, so if there is a problem, it would not 
be prolonged, immediately resolved. [...] So it is really well 
preserved, healthy relationships” (Interview H08).
Furthermore, what was emphasized in the interaction between people in the
organization is the inner side of the relationship rather than just physical interaction.
The leader explains that in every meeting,
“The more important thing there is not what was discussed, but it is 
the gathering itself, the convergence of the hearts” (Interview HOI).
Furthermore, the leader is recognized as a friendly person as well as being polite and 
gentle in his behaviour and words. This is illustrated by the following examples.
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“I never saw him rule with harsh commands” (Interview H03).
“There were never any negative words spoken, either to me or another 
team member” (Interview H04).
Regarding those behaviours, the leader asserts that every Muslim should refer to the 
Prophet as the perfect example {uswatun hasanah). He explains that a polite and 
gentle behaviour is reflected in the personality and character of The Prophet 
(Thohari, 2010b). He states further that this nature is taught through the attribute of 
Allah as al-Lathif, The Gentle One.
Furthermore, the participants describe the leader as understanding, tolerant and
sensitive to the interests of others. He is also known as a good listener. His nurturing
character was also revealed, as illustrated by the following participant,
“In general, he is a nurturing person, nurturing us... either me as a 
student ofpesantren or as his subordinate” (Interview H06)
It was shown that there is a section named Ta’awun (to help each other) in Suara 
Hidayatullah. This section is intended to raise funds to help the children of preachers 
{da’i), or teacher of TP A {Taman Pendidikan Al-Qur'an; Qur’an reading course for 
children), teachers who have financial problems due to illness, and so on. In this 
regard, the leader emphasizes the importance of giving alms as a concept in Islam 
that “encompasses any act of giving out of compassion, love, friendship or 
generosity” (Interview HOI).
8.5.3.S. Forgiveness
As mentioned in Section 8.S.3.4, the leader is known as a tolerant and patient person. 
It was shown further that the leader exemplifies how he had tolerated the magazine 
distributor in the local areas who delayed the payment because he believed that they 
were in need of funds and these funds were intended for the purposes of dakwah. He 
explains,
“If later they cannot pay, and so forth, there was tangible form of 
things, in the form of the tools of dakwah. That’s what makes us 
happy” (Interview HOI).
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The participants describe the leader as a person who easily forgives. They say that he
was open to accept explanations from employees who make mistakes. In fact, when
on a certain occasion he found somebody who had made a mistake, “[He] never say
negative words” (Interview H04). It was also suggested that when he should
reprimand someone, he never let it interfere with personal relationships, as a
participant who used to be reprimanded illustrated,
“There was a punishment for me, but personally Mr Hamim keeps 
visiting my house. I think it can be duplicated. I think the punishment 
was not based on like or dislike” (Interview H05).
In this regard, as repeatedly stated in the interview and in his article, the leader says 
that we have to be accepting to forgive the mistakes of others. This is what had 
always exemplified by The Prophet (Thohari, 2010b).
8.S.3.6. Gratitude
The findings show that, for the reason that all activities were undertaken within the 
vision of dakwah based on the values of the Qur'an^ the leader and the participants 
show a proper attitude toward the results that is encouraged by the religion, i.e., to be 
gratefiil or have a positive thinking for every situation. They believe that after they 
carry out their best endeavours, they should be grateful for any results since all of 
these are God's provision. They see gratitude as knowing that whatever we have is 
from God. Thus, it is the obligation of a Muslim to express gratitude, even for 
calamities and misfortunes, for nothing happens except to ultimately serve a divine 
purpose. For example, regarding the rewards they received, the following 
participants say,
“Yes indeed what we have... about the sustenance we see it... we have 
faith that it's from God. About how much will we get, let God take 
care of it” (Interview H06).
“We are required to always be grateful for the income we earn, 
regardless the amount; we should not forget our gratitude. How did we 
do this? To be qanaah [accepting; feel satisfied with what we received 
from God]” (Interview H09).
215
In line with the above findings, they express their gratitude for the Islamic
atmosphere that enables the employees to worship properly, such as prayer in
congregation, in addition to carrying out their obligations to earn a living for the
family. This is illustrated by the following statement,
“We are incredibly grateful that we are carried away by this conducive 
atmosphere” (Interview H06).
8.5.3.7. Humility
The findings in this case suggest that humility was demonstrated both by the leader
and the participants. Apart from the impression during the interview with the leader,
the illustration that he gave about his first assignment to publish this magazine
indicates this character. He says that at that time he and his colleagues have a very
limited ability. He says, “Most of us at that time did not have competencies, in terms
of knowledge, experience, professionalism, especially in the field of publishing
press” (Interview HOI) and therefore, he says further,
“The acceptance was followed by a willingness to learn. It turns out 
that the modesty brought incredible blessing. Ifs when we feel 
inadequate; many people came to help” (Interview HOI).
Furthermore, the leader believes that the company’s success was not his success as a 
leader but also due to the support of employees. In this regard, the participants 
confirm that the leader never shows that he is a superior to his subordinates. This is 
illustrated by the following examples,
“I believe [that] there's no gap between us” (Interview HOB).
“There are no barriers between us” (Interview HIO).
In other words, the atmosphere created in the company is an egalitarian culture or
atmosphere. This is exemplified by the following participant,
“He showed us that 'I am not your boss, I am not.’ So that's what 
makes us happy” (Interview HI 1).
Furthermore, they believe that all people are equal before God. In the business 
context, this is illustrated by the following example.
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“All employees, either the janitor or the manager, all the same, all 
have contributed to the success of this company” (Interview HIO).
Another aspect of humility was indicated in the leader’s open and collegial practice
of leadership. He is recognized as someone who is open to criticism and willing to
accept input or opinions from anyone regardless of their status or position, as
illustrated by the following statement,
“He was very open when we debate him, we share our arguments and 
he would respond to this” (Interview H04).
8.5.3.8. Patience
This study found that the leader shows patience in his leadership practice. The leader 
says that patience is one of the important characteristics that must be owned by a 
Muslim. By reference to hadith and Qur'an^ patience is often paired with gratitude. 
He says that when someone is grateful for the success it will bring the grace of God 
and at the same time “if we are not successful, we are patient and it will be a virtue” 
(Interview HOI).
The participants say that the leader has a patient personality. Along with his
forgiving nature, he is recognized as a person who is rarely upset, has a good self-
control and patience in listening and in elaborating the problem to find solutions.
This is illustrated by the following extract,
“His attitude is calm, quiet and patient; he is patient no matter how 
critical the conditions were” (Interview H06).
8.5.3.9. Kinship
Section 6.3.5.10 describes the reasons to include kinship as one of altruistic love 
values. The findings fi-om this study show that the relationship between leaders and 
subordinates and among employees was characterized by an informal, friendly 
relationship and family atmosphere. Friendly relationships were built on the spirit of 
ukhuwah (brotherhood). The leader explicitly illustrates.
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“So here they are not just co-workers, but we are family. [...] there are 
no barriers [...] there are no big psychological obstacles, God willing” 
(Interview HOI).
Furthermore, in the view of the participants, the atmosphere created by close
relationships is very valuable and sometimes surpasses the closeness of family ties.
This is illustrated by the following statement,
“There's the atmosphere that cannot be valued by money. 
Togetherness, kinship or family ties are more pronounced; especially 
in terms of the brotherhood, ukhuwah Islamiyah. Sometimes I regard 
them more than my own brothers, because it is ties of tauhid, ties of 
fellow Muslims” (Interview H06).
Regarding kinship atmosphere, it was shown that a well maintained cohesiveness is
seen as the manifestation o f ( c o n g r e g a t i o n ) ,  which is the characteristic of
Hidayatullah organization. In addition, the participants confirm that the leader often
reminds them of the importance of maintaining atmosphere of brotherhood since they
are a part of a big family. The following participant explains,
“Nothing seemed as an authoritarian leadership styles, which merely 
[shows] subordinate-superiors relationship. [...] We can also be a 
brother and sister; the way he advises us in our family issues” 
(Interview H03).
Furthermore, the leader is often described as a “father” figure, as this participant
clearly states, “Mr. Hamim is like my parents” (Interview H05). His nurturing
personality seems to reinforce the impression of his figure as a father. It was revealed
that he shows his care and attention not only to the employees but to their families.
This is illustrated by the following statement,
“Mr Hamim is able to nurture the employees not only in work-related 
activities, but also in family problems” (Interview H09).
The findings show that kinship atmosphere has a number of positive aspects. The 
participants describe that due to this strong personal relationships, it is easy to create 
mutual understanding between them. Hence, their interactions are less vulnerable to 
the potential problems such as jealousy, conflict, and unhealthy competition. In this 
regard, one participant illustrates.
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“I see my friends as my brothers, not as a competitor. So, there is no 
such thing as competition for a position, no. In fact, we encourage 
each other” (Interview H07).
They say further that even if there is a problem, it would not be prolonged. It would 
be immediately resolved and “usually it is resolved in a kinship atmosphere” 
(Interview HIO).
8.5.4. Inner Life/Spiritual Practices
The following sections discuss findings about the inner life. The developed sub­
themes are: consider oneself as a spiritual person, care about spiritual health of others 
and maintain a spiritual or religious practice.
8.5.4.1. Spiritual Person
The findings show that the leader and all participants describe themselves as spiritual 
persons, in terms of having spiritual practice, their reference to religious teachings, 
and the importance of maintaining spirituality in all aspects of life. In other words, 
they see all human activities, including work, as worship to God.
Basically, their self-portraits as spiritual persons are inseparable from the company’s 
characteristic as part of a dakwah or religious organization. Their values, attitudes 
and behaviours were essentially referred to religious teachings as well as 
organizational vision and mission. Furthermore, the leader himself is also an ustadz 
(religious teacher). Therefore, for the employees in general, he is not only their 
superior but their religious teacher as well. This is illustrated by the following 
statement,
“We see him not merely in terms of subordinate-superior relationship, 
because he is also my ustadz. So, not just teach me in job related 
matters, but also in other problems, guiding me in knowledge and so 
on” (Interview H07).
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In the context of business organizations under his supervision, it can be assumed that
his role as an ustadz cannot be separated, in terms of religious perspective that he
uses. This is illustrated by the following examples,
“Perhaps because he is an ustadz, religious considerations are very 
strong. [...] In providing the solutions, he almost always refers to the 
Qur'an and hadith'^ (Interview H02).
“Every time he makes a statement, he always links it to verses from 
the Qur’an'" (Interview H04).
The commitment to always maintain a relationship with God and to observe His
teachings was also evidenced. Besides their faith in the absolute power of God, their
consistencies to perform ritual worship also strengthened their portrait as spiritual
persons. In addition to obligatory worship, voluntary worship become a routine
practice, as well as repeatedly reminded and cultivated by the leader. This is
illustrated by the following statements,
“We have to remember that in addition to those efforts, we still have 
to refine our spiritual strength, enhance our worship, improve our 
night prayers, enhance our invocations and so on” (Interview H03).
“And of course spiritually we pray and make supplications; by 
emphasizing Tahajjud for example” (Interview H04).
In addition to references to religion, the nature of spiritual persons can be seen from
the way they regard the importance of spirituality in all aspects of their life, such as
their work motivation. Basically, the need that drives them to work is worship and
devotion to God. It was revealed previously that in the early years of this magazine,
they practically did not receive salaries. This motivation is illustrated by the
following examples,
“Because I heard that Hidayatullah is a group of young people who 
had a vision to work in God’s religion, so I wanted to join” (Interview 
H ll).
“What makes me stay here firstly is that there is a spiritual serenity. It 
means, as a Muslim I find a company that provides a wide opportunity 
for me to worship” (Interview H09).
As spiritual persons, they perceive business practices which always refer to religious 
values, a good opportunity to worship in the congregation, and the figure of the
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religious leaders, as a good spiritual atmosphere. In turn, this atmosphere will
provide other positive impacts such as job satisfaction and the encouragement to
always work with integrity. This impact is illustrated in the following statements,
“Those values have been embedded in us. So, here we are afraid to 
have a bad intention because it would be noticeable” (Interview H07).
“For me personally, when I can pray in congregation, I can read the 
Qur’an, recite the Qur’an while I work, ifs excellent” (Interview 
HIO).
“So the satisfaction is in the sense of the values; [that] we can express 
our spirituality” (Interview H ll).
8.S.4.2. Care About the Spiritual Health of Others
In addition to their characteristics as spiritual persons, the leader and the participants
indicate that they care about the spiritual health of others, inside and outside the
organization. Their concern for the people outside the organization is consistent with
the vision of dakwah that they entailed. In fact, it can be assumed that this value, i.e.,
care about the spiritual health of others, has been attached to all organizational
members. In describing employees’ characteristics, the leader clearly explains,
“They are people whose life is devoted to preaching. Yes, they are the 
ones who are satisfied if they see someone else get guidelines; get 
gifts of guidance from Allah, either through writing or verbal 
preaching” (Interview HOI).
In line with the tradition of the parent organization, concern for maintaining spiritual
health of others was realized internally in the implementation of regular programmes
such as periodic coaching in halaqah (groups of study circle) (see also Section
8.4.4.) and an encouragement to perform voluntary worship such as Dhuha and
reading the Qur'an. Similar programmes were also designed for family members,
although it was less frequent. On such occasions, as one participant says,
“There are always embedded motivations and also a reminder of our 
initial goals that are based on the values” (Interview H03).
221
It was also found that teaching one another has become a tradition. In halaqah for 
example, each employees took turns in giving lectures. One participant gives another 
example,
”If they cannot read the Qur’an, other friends should allocate their 
time to teach them. Some of our staffs have good knowledge in their 
field but lack of religious knowledge, and they fall into this category.
So friends who have spare time have to teach those staff’ (Interview 
H09).
Furthermore, the leader is recognized for his continuous attention to the employees
regarding their understanding and practice of religion. He introduces and reinforces
religious values, reminds the employees to pray obligatory and voluntary worship,
and encourages them to always be consistent in the dakwah vision. Although the
employees can be considered as homogeneous in terms of their religious
commitment and understanding of the basics of Islam, it is confirmed that the leader
“keeps tirelessly introducing the verses” (Interview H04). This is also illustrated by
the following participant,
“Once in a month he gathers all employees, briefs us, reminds us all, 
and reminds us of what should be preserved because we as human 
beings have temptations” (Interview H03).
As discussed earlier, concern for the religiosity of the ummah is a key feature as well
as the mission of Hidayatullah as dakwah organization, including business units
managed by HMG. In other words, this concern is a spiritual motivation that drives
the participants to realize organizational vision, instead of the material and worldly
motivation. This is supported by the following statements,
“When we create this magazine, actually the profit goal is the second 
thing. The main objective is that this magazine can change people 
from ignorance to be knowledgeable. If [they are] not knowledgeable, 
at least they would understand and appreciate Islam” (Interview H02).
“We are printing something that is very valuable to make people 
good; when we print magazines, bulletins, the Qur'an. If someone 
read it and he inspired, then we earn not only salaries or a bonus, but 
we’ll get the rewards of good deeds that people do” (Interview H05).
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S.5.4.3. Spiritual or Religious Practice
The main religious practices performed by the participants were ritual worship 
commonly practiced by Muslim, especially obligatory prayers. In addition to the five 
times obligatory prayers {shalat fardhu) required of all Muslims, the leader and all 
participants are observing voluntary prayers such as Tahajjud and other voluntary 
worship such as zikir^ (remembrance), voluntary fasting, and reading the Qur’an 
regularly. It was revealed that the encouragement to perform voluntary worship, 
especially Tahajjud, may be regarded as a doctrine which was strongly emphasized 
by the leaders of Hidayatullah.
As part of an Islamic dakwah organization, the company may not only encourage
their employees to pray but to perform prayers on time and in the congregation. As
emphasized in the teachings of Islam, the observance of prayer is the primary
measure of a Muslim. This is illustrated by the following statements,
“Similarly, the discipline of prayer, so in our organization, prayer 
become the most important measure. Praying five times a day as our 
tools of controlling” (Interview H03).
“Such as prayers on time, stop the meeting when it is a time for adzan 
(calling for prayer)” (Interview H04).
One of the spiritual practice which is considered as the characteristic of Hidayatullah
is Tahajjud (night prayer). The same thing applies in HMG. The leader says, “I
encourage our colleagues to get used to night prayer” because “the power of this
night prayer is incredible” (Interview HOI). To explain more about the benefits of
Tahajjud, the leader says,
“Then, we consult God through night prayer, invocations and so on.
Then when there is a good feeling, connection, and peaceful, it seems 
to be a good solution, yes we go on” (Interview HOI).
It was shown that the participants also emphasize the importance of Tahajjud. While 
it is not an obligatory worship as mentioned earlier, this prayer is highly
 ^Remembrance [of God], or invocation; an Islamic devotional act, typically involving the recitation, 
mostly silently, o f the Names o f God, and o f supplications taken from hadith and Qur'anic verses.
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recommended in the Qur’an (such as in Qur'an, 17:79, ‘And from [part of] the night, 
pray with it as additional prayer [or spiritual profit] for you; soon your Lord will 
raise you to a Station of Praise and Glory! ’). This is illustrated by the following 
statement,
""Tahajjud is a central provision for all of us” (Interview H03).
As described in Section 8.5.4.2, the employees also have a regular Islamic study 
circle in halaqah. This forum is a means to maintain and reinforce the values of 
religion and to share the knowledge of Islam. For this reason, for many of the 
participants this activity is considered as very encouraging.
8.5.5. Other Elements of Spiritual Leadership
This study found two new themes, i.e., the leader as a role model and sincerity (see 
Theme 3.5 in Appendix 5). These themes will be discussed in the following sections 
for the reason that in some literatures they are considered as a part of spiritual values.
8.5.5.I. The Leader as A Role Model
It has been described in previous sections that the leader is not only serves as the 
CEO of a business organization but also as an ustadz. In addition to his formal 
position as the leader of HMG, he is the Chairman of the Consultative Council. 
Hence, especially in terms of spirituality, his position as a role model is becomes a 
necessity and this is supported by the findings. This is illustrated by the following 
examples,
“We inspired spiritually by Ustadz Hamim's way” (Interview H06).
“He is always provides examples, that we have a great mission, to be
able to provide benefits as the best man is a man who bring benefit to
other human beings” (Interview H04).
In addition to being a reference and source of knowledge of religious values, it was 
revealed that the leader serves as an example of attitudes and behaviours at work. It 
was suggested, for example, from his egalitarian personality and the way he builds
close relationships with subordinates. In addition, the participants say that he shows
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the ethos of hard work and enthusiasm which are imitated by the employees. This is
illustrated by the following extracts,
“We see him not merely in terms of subordinate-superior relationship, 
because he is also my ustadz. So, [he is] not just teaching me in the 
job related matters, but also in other problems, guiding me in 
knowledge and so on” (Interview H07).
“He is not just our leader, but a pioneer of this magazine. He provides 
the foundation for those principles and from there subsequently 
internalized to his subordinates” (Interview H02).
It was also found that, in addition to his position as a role model, the leader refers to 
examples of attitudes and behaviours of the Prophets and his companions as he 
motivates and inspires the employees. This is also in line with Islamic teachings that 
the Prophet is the perfect example {uswatun hasanah) for Muslims.
8.5.S.2. Sincerity
The leader and the participants confirm the importance of sincerity in every human
action. Consistent with general definition of sincerity, they understand it as an
intention to work only because of God and only hope for His rewards. The leader
points out, in the first ten years of operation of Suara Hidayatullah, “we barely think
about money” (Interview HOI). Similarly, one participant says, “Essentially we were
working for God” (Interview H06) while another participant asserts,
“Practically up for so long there's no such thing as salary, frankly. So 
we did work, the language is to struggle sincerely; [...] from the 
beginning it was lillahita'ala [only for Allah], I never thought about 
how much I will get but what I can give” (Interview H ll).
As a dakwah institution, they say that the organization needs sincere people to
struggle in dakwah through the media. They believe that it is this value that will
bring goodness. The participants also say that the leader always reminds them of this
value, as illustrated by the following participant,
“Yes, there are some points that he always pass on ... to work with 
sincerity” (Interview H03).
Similarly, another participant quotes the leader as he advised the employees.
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“It would not be necessary that I should be here when you are 
working, whether you are busy or not; you do not have to necessarily 
want to be seen by me as your superior. Work for God, you must be 
sincere” (Interview H06).
Although sincerity was emphasized as a value that should be preserved by everyone, 
the leader and the participants realize that maintaining this value is not an easy task. 
It was even more challenging when the company began to grow. The number of the 
employees is growing and their needs are increasing, resulting in the formalization of 
work processes including the need to create salary structures in a formal 
compensation system. Hence, it was shown that preserving sincerity was perceived 
as a challenge since it is something that is not easy to be measured. In this regard, the 
leader says that,
“To teach sincerity, I encourage our colleagues to get used to night 
prayers” (Interview HOI).
The leader believes that prayer in the middle of the night, which is performed only in 
the face of God when “no one was watching, when no one is listening, when no one 
knew,” can educate someone in showing sincerity (Interview HOI). This exercise of 
sincerity through Tahajjud is expected to impact on any action either in business or 
personal context.
8.5.6. Spiritual Well-Being
The expected impact of the manifestation of spiritual leadership is spiritual well­
being which was indicated by two themes, i.e., calling and membership.
8.5.6.I. Calling
This study found that, the participants believe that their job of doing dakwah through 
the media may bring positive results for the readers. It would be realized when the 
messages are accepted and understood by the readers and have an effect on 
increasing religious knowledge and understanding, which in turn will have positive 
impacts on their attitudes and behaviours. It was revealed that it is the jobs that make 
other people's lives change for the better that gives them satisfaction, as illustrated by
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one participant, “Well actually I measure my satisfaction with what I can give to
others” (Interview H05). This was confirmed by the leader, who describes his
employees as follows,
“They are the ones who are satisfied if they see someone else get 
guidelines; get gifts of guidance from Allah” (Interview HOI).
They believe that if people change for the better because they were inspired by their 
dakwah, they will get a reward of goodness as well. This factor is believed to be the 
strength of HMG as a medium of dakwah.
It was also shown that, the satisfaction of being able to change the lives of others was
materialized because the jobs fulfil their needs, i.e., to take part in the struggle to
uphold the message of Islam to Muslims. This was also emphasized by the leader
from the beginning that one of employees' missions is to act as da’i (preacher). In
other words, they believe that they have a clear purpose in work. For the participants,
the key mission is to be able to provide benefits for others. This is illustrated by the
following statements,
“My personal mission in life as a Muslim is to preach Islam to all 
mankind; [...] we want the dakwah, the Islamic values that can be 
acknowledged, adopted and ultimately may be practiced by Muslims, 
that’s the drivers” (Interview HIO).
“We have two foundations, that we are here to work as workers to 
earn a living for our family but we also have other obligations, to 
educate people for the better” (Interview H03).
“There is an excitement or passion, when dealing with people, taking 
care of people. Also it gives a new spirit to me when I see someone is 
getting better, so to speak. I think I can contribute there” (Interview 
H05).
Furthermore, working was also perceived as worship. Working was perceived as an
amanah from God that must be carried out passionately. With this purpose, although
working was understood as a means of making a living, striving to enlighten and to
educate the ummah was considered more important than the material outcomes. This
is illustrated by the following statements,
“Enlightened by Mr Hamim, we had realized that we were not merely 
working for salary” (Interview H08).
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“I understand that the first is, working is not just to get the material 
reward, but we should bring a mission. Since we have been taught that 
our mission is for the dakwah of Islam, so wherever we are, we will 
not let it go” (Interview H07).
8.S.6.2. Membership
In this case study, membership appeared in the participants’ description of how the 
leader and the company gives appreciation to the people and their work, showing 
respect to employees, and how the employees are valued as a person by the leader 
and the organization.
This study found that the leader and the company have provided satisfactory rewards
for the employees. However, it needs to be underlined that this satisfaction was
focusing more on non-material rewards. At the same time, the participants
acknowledge that their basic material needs have been fulfilled, especially when the
company decided to create a modem compensation system. As described in Section
8.5.6.1, basically this is understandable given HMG is part of a dakwah organization
that consider their business organizations as supporting units. Accordingly, in terms
of financial rewards, HMG simply cannot be compared with other companies that
purely profit oriented and hence they can design a more competitive reward system.
In this regard, one participant explains,
“I think it is satisfying; it is quite good. From benefits, medical 
benefits, although it may be small when compared to the outside. But 
we understand, because the work pattern here is not as rigid as 
outside; it is not constricted” (Interview HI 0).
The leader admits that only after about ten years in operation, the company began to 
give rewards to the employees who've been working since the beginning of the 
operation, “who has not been awarded a decent material reward at that time” 
(Interview HOI). It was argued that currently the company has been able to provide a 
reasonable salary, allowances and other health benefits.
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For the last three years there was also Umrah programme for the employees, which is 
given in turns. However, as described by one participant who served as Head of HR 
Department, this year (2012) the programme was postponed due to the priority to 
invest in some other activities.
Furthermore, the participants say that they feel appreciated because the company has
a policy that gives them flexibility and ample opportunities to perform a variety of
activities, inside and outside the company. As mentioned previously, although the
company has established a system of employee relations, they did not apply it
strictly. It can be assumed that this is related with the character of an organization
that engages in dakwah and in the first place regarded the employees as performers
of dakwah. Many employees have been working as ustadz and engaging in dakwah
activities that are not directly related to the organization. This is illustrated by the
following statement,
“The management is understanding and even encouraged us. In that 
sense, there are our friends who have the capacity in dakwah bil-lisan 
[preaching by verbal message], for example; there are no restrictions 
at all” (Interview H07)
The company regarded the above activities as part of dakwah. The employees 
perceived the flexibility given by the company as an appreciation because it allows 
them to play a bigger role outside the organization. They say that it gives satisfaction 
and even considered as a more valuable reward. This is illustrated by the following 
participant,
“Well this is what makes us stay here; there are a room for ideas and
creativity; and we are encouraged to build a good relationship with our 
surroundings. [...] we were given a room for ideas, creative space, 
opportunity for achievement, trust, and a space that does not restrict 
the position and structure that could be the constraints in other 
companies” (Interview H09).
One of the participants says, when his ideas and opinions were accepted by the
leader, “I feel appreciated in that sense” (Interview H02). In addition, it was shown
that the opportunities for self-development and career development is wide open as 
well.
229
Regarding the value of respect, this study found that it seems to develop from
religious values that emphasize an egalitarian relationship among fellow human
beings. In addition, brotherly relations and strong ties among fellow employees also
contribute to mutual respect. This is illustrated by the following example,
“That’s what we always preserve; mutual respect, therefore we have a 
strong foundation so because akhlak [the practice of virtue, morality 
and manners in Islamic teachings; ethics] teaches us so. The younger 
colleagues such as Mas Zikru also remained respectful to me. But in a 
certain situation I am also very respectful to him because of his 
knowledge” (Interview H03).
The leader is also known as someone who shows respect towards his employees and
other people. The manifestation of respect was indicated, for example, in his attitude
of not interfering with the work of the managers under his supervision. In addition,
respect from the leader can be observed in the meetings. This is illustrated by the
following example,
“It was the result of the meeting initiated by Mr. Hamim; an open 
meeting regardless someone’s rank, we could meet and discuss fairly, 
to criticize and to build ideas into progress [...] So whether they are 
front office staffs or head of department, they are free to express any 
ideas about what is best for the company” (Interview H09).
Closely related with respect to others, the participants also feel that they have been
valued as a person by the leader and the organization. The flexibility of the
enforcement of company’s regulations and the opportunities to have activities
outside the company are examples of this. Again, as described previously, the
egalitarian atmosphere also produces a feeling of being valued as a human being
regardless of their status. This is illustrated by the following statement,
“The culture that we create here insha Allah is an egalitarian culture; 
all are the same. All employees, either the janitor or the manager, all 
are the same; all have contributed to the success of this company. So 
we try not to discriminate. Even if there was a meeting, we eat 
together, sit on the floor together, recite the Qur’an together, and there 
is no gap” (Interview HIO).
Another example was indicated in the study groups. In this forum, employees from 
all levels and from various departments provide tausiah (lecture) in turns; there are 
heads of departments and there are operators. One of the participants explains.
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“Well when an operator has his turn to give lecture {tausiah), we 
should listen to him; so that is what we strive to apply here” 
(Interview H09).
8.5.7. Individual and Organizational Outcomes of Spiritual Leadership
In this case study, three sub-themes of individual and organizational outcomes were 
developed, i.e., organizational commitment, productivity and efficiency, and 
satisfaction.
8.5.7.I. Organizational Commitment
The commitment to the organization and its mission was indicated by three sub­
themes, i.e., feel like ‘part of the family,’ loyalty to organization, and a sense of 
belonging (see Theme 5.1 for Case 3 in Appendix 5).
The analysis in the previous sections has revealed a strong ukhuwah (brotherhood) 
among organizational members and a kinship atmosphere. Closely related to this, it 
was found that an atmosphere of openness also contributed to the employees’ feeling 
that they are part of Hidayatullah’s family. This is illustrated by the following 
example,
“If there was something happened, we were telling each other, of 
course, in the corridor that we have agreed” (Interview HIO).
In addition, the pattern of distribution which is different from other magazines was 
believed to contribute to strengthen that sense of being a part of the family. Suara 
Hidayatullah was not distributed through external agencies or bookstores, but 
through internal agents (70%) and the rest 30% was sold by Hidayatullah's 
sympathizers. The internal agents are the magazine’s employees and the employees 
of other units under HMG. As a result, it was believed that the success of the 
magazine distribution was also influenced by employees’ endeavours.
In this regard, the leader explicitly says, “So here they are not just co-workers, but 
we are family” (Interview HOI). It is confirmed by the following participant.
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“And what we like the most, it was instilled that this is belong to us, 
all of us. There is a feeling [that] all are interconnected to each other 
and there is a close relationship, not to bring each other down” 
(Interview H07).
The findings show that the value of helping each other which was cultivated by the
leader also generates such feelings. Working in collaboration and solving the
problem collectively are a part of organizational culture. They believe that what is
done by each employee will have an impact on others and the company as a whole.
One participant links this culture to sincerity. He believes that one of the
manifestations of sincerity is,
“Work selflessly so that if necessary the work of others have not done, 
we offer to help them doing uncompleted jobs” (Interview H06).
The organizational commitment was also manifested in the form of loyalty to the
leader and/or the organization. Loyalty was demonstrated by completing the
instruction from the higher leadership of the organization. When receiving an
assignment to publish a magazine, the leader says that he received this amanah,
’’solely on the basis of sami'naa waatha'na (we hear and we obey), the 
passion to follow what have been ordered or mandated by our leaders” 
(Interview HOI).
The same thing happened in personnel recruitment, especially in the early years of 
the magazine. One participant explains, “Recruitment in the past was not based on 
competence but rather on one's loyalty” (Interview H02).
In addition, loyalty to the organization was also indicated by the length of service 
and their desire to keep working at the company until now. As mentioned in Section 
8.1., average tenure of the participants is 17 years, with minimum six years of 
service. It was revealed that employee turnover has been very low. The leader 
confirms that, “For nearly 25 years, there is no such thing as laid off’ (Interview 
HOI). It was shown that only a small numbers of employees had moved out on their 
own decision.
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Apart from the feeling that they had found in dakwah calls of their job, participants’
loyalty was due to the appreciation that they get, especially non-material rewards.
This is illustrated by the following example,
“What makes me stay here firstly is [because] there is a spiritual 
serenity. It means, as a Muslim, I’ve found a company that provides a 
wide opportunity for me to worship” (Interview H09).
The participants also express their strong sense of belonging. As previously 
described, in general, the employees who were hired by the company are those who 
have the motivation to contribute to dakwah. In other words, it can be assumed that 
materialistic motives were not dominant. In the early years, they did not receive 
salaries. It was confirmed that they didn’t even recognize what was commonly 
known as a pay structure. In turn, it had affected other aspects of employees’ attitude 
such as commitment and job satisfaction.
The participants confirm that since the foundation of the company, the leader has
emphasized the importance of a sense of belonging. This is illustrated by the
following statement,
“Mr. Hamim is a person who always put emphasis on this: that this 
company is a company of your own, the company's progress is 
belongs to you, this company's profits is for yourself and people 
behind you” (Interview H09).
In addition, the working environment which is based on the spirit of togetherness, 
openness and egalitarian relationship, was believed to encourage a sense of 
belonging. Within the constraints of limited facilities especially in the early years, a 
sense of belonging was evidenced, among others, from their enthusiasm as illustrated 
by the leader,
“So I see that my friends are still working, still working on a lot of 
duties, sometimes there are sleeping here, with limited facilities, they 
had to do overtime work, and so on. I think those values are very 
important” (Interview HOI).
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8.S.7.2. Productivity and Efficiency
The findings show that productivity was expressed in following sub-themes: give 
one’s best effort, work quality as a high priority, productivity and efficiency in 
producing results.
It was found that the leader encourages everyone in the company to demonstrate then- 
best performance and show discipline in their jobs. They were also encouraged to 
always work in a professional manner. He emphasizes that if a Muslim does the 
opposite, he or she should feel ashamed because he or she is always under God’s 
supervision.
The participants confirm that currently the need to improve professionalism has been
strongly emphasized. They were encouraged to provide the best service to the
community. This is illustrated by the following statement,
“There is a motto of Ustadz Hamim: we have to be professional in this 
work. That is, we work smart, work hard, work sincerely” (Interview 
H07).
Furthermore, it was revealed that the leader encourages the employees to think
creatively and try to give the best to the people. In this regard, one participant says,
“One of the indications of progress is that we also need to be able to 
provide the best, because we will advance dakwah mission” 
(Interview H09).
The participants also reveal a great attention to the quality. They relate it to
professionalism since working professionally also means maintaining the quality of
work. Following the values of sincerity and honesty, professionalism is an essential
requirement. One of the participants describes the qualities that must be maintained
within the purpose of providing the best to the community. He says,
“That is a quality product, personal qualities, and the quality of our 
relationship with our readers, with the community and others” 
(Interview H09).
Furthermore, the findings reveal the importance of an efficient and productive work 
process. In this regard, the company periodically reviews various work processes to
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maintain a high level of productivity. To realize this, they have three and six-monthly 
evaluations, and on annual evaluation. The evaluation was aimed at measuring the 
results achieved and on this basis they can “decide new strategies, leaving strategies 
that are not effective” (Interview H03).
In reference to religious teachings, it was shown that the leader often gives examples 
of how productive the Prophet and his companions were. It was revealed that he 
often inspires employees to compare their current productivity to what has been 
exemplified by the Prophet and his companions. In addition, Islam also teaches that 
wastefulness or inefficiency must be avoided and is considered as a misdeed. This is 
illustrated by the following extract,
“He [the leader] also talked about the importance of efficiency in all
activities” (Interview H04).
8.S.7.3. Satisfaction
The participants’ satisfaction can be seen from their general satisfaction with the job 
and their life as a whole as well as the perception that they have got the important 
things they want in life. In this case study, the perceptions which inform that 
employees are satisfied with their life was revealed by the participants. They explain 
that they were satisfied in their job as well as their life in general. Apparently, this 
perceived satisfaction was due to the feeling that they have done meaningfiil and 
beneficial work for their families and others. In addition, the appreciation from their 
leader and the company give rise to a feeling that they get what they need here. In 
other words, they have experienced the fit between the vision and mission of the 
organization with their personal vision and mission.
The participants explain that it was the opportunity to inspire others through dakwah 
media that make them happy working here. This is illustrated by the following 
participant,
“Actually I measure my satisfaction with what I can give to others”
(Interview H05).
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In addition, the atmosphere of brotherhood and kinship is “the atmosphere that
cannot be valued by money” (Interview H06). Similarly, extensive worship
opportunities also provide their own satisfaction. Regarding this, the following
participant explains,
“So the satisfaction is in the sense of the values; we can express our 
spirituality” (Interview HI 1).
It can be assumed from the findings that non-material appreciation given by the
leader and the organization was a major contributing factor to satisfaction. It was
considered as a more valuable reward. On the other hand, what they get in terms of
material reward was also considered satisfactory, although it was relatively small
compared to other companies. This is illustrated by the following example,
""Alhamdulillaah (Praise be to God) we feel sufficient; we think it is 
satisfactory” (InterviewHll).
Findings of this study also reveal that the participants basically have obtained the
important things they want in life. As discussed previously, by working here they had
realized their wishes to get a job that allows them to worship properly as well as to
provide their family. For example, one participant says that in addition to having
earned “a spiritual serenity” (which means that as a Muslim he had found a place to
work that “provides a wide opportunity to worship”), he also has gained ample
opportunity to perform dakwah, a space for creativity, and room to take part and
work with other colleagues (Interview H09). Similarly, another participant describes,
“And as I know from my friends, most of them are happy because 
they find an incredible flexibility to worship here” (Interview H ll).
In addition, it was shown that the participants feel that working in HMG had been in 
accordance with their life mission and purpose. The opportunity to work in a place 
that allows them to perform both the compulsory and voluntary religious worship 
freely has created comfort in work. They argue that it is unlikely they can get such an 
atmosphere elsewhere. To be able to perform prayer on time and reading the Qur’an 
for example was perceived as an exceptional reward.
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8.6. Summary
The leader essentially perceives spirituality as religious spirituality. It cannot be 
separated from the religion. However, he emphasizes that religion should be 
practiced with consciousness and not only as a tradition. He accentuates the 
importance of doing good deeds and building good relationships with other human 
beings. He sees spiritual leadership as an amanah (trust) from God that must be 
fiilfilled responsibly with sincerity and integrity/honesty. The most important 
motivation of his leadership is the devotion to God. As the leader of an Islamic 
dakwah organization, his spiritual leadership seems to be a foreseeable leadership 
style.
The leader’s personal vision as well as organizational vision completely reflects a 
sense of spirituality. His vision of building the power of ummah through the media is 
consistent with the company’s vision to build a network of tauhid community as well 
as the vision of its parent organization to build an Islamic civilization. Furthermore, 
the leader’s definition of success shows a strong alignment with religious values, as 
he said that to be successful is to show the obedience to God and to realize the 
objectives of dakwah.
The findings suggest that the leader had applied a consultative method in decision 
making process. In addition, the decisions are often made through istikharah prayer, 
i.e., by involving God in decision making. It was clear that the choice of these two 
methods was influenced by his religious values.
To incorporate religious values in the organization, the leader had applied a variety 
of methods which is commonly found in Islamic-based organizations. As the leader 
of the company under a dakwah organization, he believes that it is his responsibility 
for maintaining the commitment of organizational members to dakwah vision and to 
organizational values. Moreover, the leader and participants believe that spiritual 
leadership has led to increasing individual and organizational performance.
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The leader’s vision was considered as a clear and convincing vision. This was 
essentially caused by the leader’s persistent communication of vision through the 
interactions with employees as well as his excellent communication skills. 
Furthermore, the leader and the participants express their strong commitment to 
realize the vision of dakwah as well as the business vision. This commitment goes 
hand in hand with the commitment to uphold religious values. Whilst the participants 
confirm that the vision was clear and convincing, the involvement of organizational 
members at different levels in the formulation of vision was not supported with 
adequate data.
The strong hope and faith in the realization of company’s vision and objectives were 
essentially rooted in spiritual values. This further affected the motivation of the 
leader and employees. They are willing to do “whatever it takes” to ensure that the 
company accomplish its vision, show perseverance, exert extra effort, and setting up 
challenging goals. They believe that in return for their efforts and invocations, God 
will provide the sustenance from various sources. They also believe that these 
characteristics are clearly emphasized in Islamic teachings, and it was exemplified, 
among others, in the life of The Prophet and his companions.
In thé spiritual leadership practices of the leader, he and the participants had shown 
the values of altruistic love. These values were derived from the appreciation of 
religion by persistently observing obligatory and voluntary worship. The most 
important value mentioned is integrity/honesty. Other altruistic values found in this 
case were trustworthy, loyalty to employees, kindness and compassion, forgiveness, 
gratitude, humility, patience, and kinship.
The findings strongly support the existence of the inner life as the main source of 
spiritual leadership. It can be said that it was inseparable from the company’s nature 
as a part of an Islamic dakwah organization. As spiritual persons, they intensely 
observe ritual worship, especially prayer {shalaf). One of the religious practices that 
are regarded as the characteristics of Hidayatullah is night prayer {Tahajjud). The 
inner life was also reflected in the sense that they care about spiritual health of
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others. In fact, the care about spiritual health of others is an essential part of their 
mission as a media of dakwah.
Two new themes (i.e., leader as a role model and sincerity) were found in this case 
study. Whilst they were not mentioned in Fry’s Spiritual Leadership Theory, they are 
considered as a part of spiritual values in some literatures. However, these concepts 
may need further investigation in research about spiritual leadership.
Another finding of this case was the direct impact of spiritual leadership, i.e., the 
spiritual well-being, and its subsequent implications, i.e., a number of individual and 
organizational outcomes such as organizational commitment, employee satisfaction, 
and productivity. A transcendent vision of the leader and of the organization has 
been created a sense of calling, in which both the leader and the followers believe 
that their work have purpose or meaning. In this respect, they perceive working as 
worship to God and as a means to benefit others, in terms of positive changes in the 
readers’ Islamic knowledge, attitudes, and behaviours. Spiritual well-being was also 
felt in a sense of being appreciated by the leader and the organization, particularly in 
terms of non-material rewards. The participant also feel appreciated due to the 
company policy that gives them flexibility and wide opportunity to perform a variety 
of activities inside and outside the company.
It was found that participants’ spiritual well-being has positive impact on individuals 
and the organization. The participants feel that they have a strong ukhuwah 
(brotherhood) among organizational members as well as kinship atmosphere. A 
strong organizational commitment was evidenced. Another impact of spiritual 
leadership on part of the company was productivity, which was indicated, among 
others, in giving the best effort, a priority on quality and a productive and efficient 
work process. At the individual level, the positive impact felt by the participants 
were job satisfaction and satisfaction with life as a whole. The findings show that 
participants’ satisfaction came from a sense of membership (that they are 
appreciated) and a sense of calling (that they have a meaningful and beneficial work 
for others).
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Chapter 9
Discussion, Recommendations and Implications
9.1. Introduction
The aim of this study is to investigate the phenomenon of spiritual leadership in 
Indonesian Muslim culture. Within this, spirituality was conceptualized as religion- 
based spirituality or religious spirituality.
This chapter presents the discussion of the findings from all three cases. This study 
reveals that the leaders perceive spirituality as an idea that was closely related to the 
conception of the religion. Furthermore, they demonstrate spiritual leadership in 
terms of the values, attitudes and behaviours to motivate themselves and the 
followers. The study confirms that in the Indonesian Muslim context, the inner life as 
the source of spiritual leadership plays a central role in the whole process of spiritual 
leadership.
In order to provide a structured discussion of the findings, this chapter is divided into 
three substantive sections, which reflect the theoretical framework proposed in 
Chapter 4 of the thesis. The first section looks at the leaders’ perceptions of 
spirituality and spiritual leadership. The next section discusses the manifestation of 
spiritual leadership of the leaders in terms of their vision, decision making style, their 
efforts to promote spirituality in the organizations, and the relationship between 
spirituality and performance. The chapter further compares the practices of spiritual 
leadership of Indonesian Muslim business leaders with Fry’s Spiritual Leadership 
Theory. The chapter then summarises the key conclusions derived from the 
comparison of the findings with the literatures. The final section discusses research 
limitations, propose the recommendations for future research, and suggest some 
practical implications.
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9.2. The Leader’s Perception of Spirituality and Spiritual Leadership
The following sections (Section 9.2.1 and 9.2.2) discuss the leader’s perception of 
spirituality and spiritual leadership.
9.2.1. The Leader’s Perception of Spirituality
As described in Section 3.2.1, the nature of spirituality as a subjective and 
multidimensional construct results in a difficulty of definition, particularly in 
discourse relating spirituality to management (Brand, 2009; Kale & Shrivastava, 
2003). One of the factors that may explain this problem is that spirituality means 
many things to different people (Bell & Taylor, 2001; Cavanagh & Bandsuch, 2002; 
Olden, 2008).
Section 3.2.2 and Section 3.4 further discuss another issue about what is meant by 
spirituality and religiosity. Whilst there is a tendency to polarize spirituality and 
religiosity as two independent constructs, it was argued that this division is not 
necessary and reduces the meaning of both constructs. Hicks (2003, p. 61) clearly 
stated that “the very effort to oppose religion and spirituality is misguided.” For this 
reason, this research applied Hill et al.’s (2000) perspective that spirituality and 
religiosity are two inherently intertwined phenomena. Spirituality was articulated as 
a part of religiousness or examined in the context of religion. While recognizing the 
existence of non-religious spirituality, religious spirituality was particularly relevant 
to the context of this study, i.e. Indonesian Muslim business leaders. This perspective 
is well justified in this study.
The current study suggests that the leaders perceive spirituality as an idea that is 
almost identical with religion. They essentially believe that spirituality cannot be 
separated from the religion. More specifically, the leaders perceive spirituality as 
religious spirituality. The most important element in this conception is the 
interconnection with God. This is in line with the idea of Paloutzian et al. (2010, p. 
74) who argued that “religious spirituality connotes doing something for God, a 
higher power.” However, the leaders remind their fellow Muslims that one should
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not understand spirituality narrowly as observing the rituals. The leader in the third 
case emphasizes that religion should be implemented with consciousness, not simply 
as a tradition. The leaders believe that the true meaning of spirituality is reflected in 
human deeds to provide maximum benefit to human beings and other living beings.
The leader’s views that associate spirituality with religion can be explained by the 
fact that for a Muslim, Islam as a religion is not just a ritual worship but a complete 
way of life (Beekun & Badawi, 2005). For a Muslim, religion is the essence of 
her/his identity (Hassan, 2007). As discussed in Section 3.2.1, from the perspective 
of some major religions such as Christianity, Judaism and Islam, one’s worldview 
originates from religious teachings and principles. Consequently, as comprehended 
by the leaders in this study, spirituality cannot be developed without connection to 
religious values. Similarly, this finding supports the idea of Delgado (2006) that one 
of the characteristics of spirituality is a belief system, that is, in this context, a 
religion.
Leaders’ understanding of spirituality in this study may also be explained by a 
framework of spiritual dimensions proposed by Nandram and Borden (2010), i.e., the 
intrapersonal experiences (the inner side of spirituality) and interpersonal 
experiences and person-situation experiences (the outer side of spirituality). The 
relationship with God which is manifested in the form of ritual worship practiced by 
religions’ adherents to maintain closeness with God can be seen as the inner 
spirituality. Meanwhile, religious values that are applied in everyday life, in 
interactions with other people and with various situations, are the outer side of 
spirituality.
Similarly, the leaders’ understanding of spirituality is also consistent with Schmidt- 
Wilk et al.’s category (2000) which divides spirituality into ’pure spirituality’ 
(transcendental consciousness and experience as a result of spiritual practice such as 
prayer and meditation) and ’applied spirituality’ (manifestation of transcendental 
experience into one’s daily life). Therefore, in the context of Islam, religion is better 
understood as a worldview that includes not only an affiliation to a particular belief
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system but also refers to religiosity, which shows the extent to which a religious 
adherent applies his religious values into everyday life (King, 2008). From this 
perspective, for a Muslim, life in the workplace is an integral part of his whole-self 
and consequently it should be guided by religious values. In line with this, Tracey 
(2012) suggests the importance of religious beliefs and practices to contemporary 
forms of organization. This is different from secular viewpoint in general who sees 
that the “religious nature of spirituality” is “better accommodated in doctrinaire 
religions and their institutions rather than being introduced into the workplace” 
(Fairholm, 2011, p. 149).
The results of this study show that, although the leaders perceive spirituality as the 
implementation of noble values of religion in everyday life, they were also very 
concerned with ritual worship, both mandatory and voluntary. This finding supports 
Fernando and Jackson’s study (2006) which found that, for spiritual leaders, the 
religious expressions at work were evident through their practice of various types of 
religious practices and the common aim of these practices is connecting with a 
transcendent and ultimate reality, i.e., God. Similarly, Yildirim (2006) stated that in 
Islamic teachings, regular practices such as the five daily prayers and other religious 
obligations or rituals have a specific spiritual purpose.
As mentioned previously, in their conception of spirituality the leaders emphasize the 
importance of implementing religious values in everyday life, particularly in doing 
good deeds to other human beings. However, they realize that there were 
discrepancies between normative values and religious practices in real life. They 
notice that in the public sphere, there were indications of inconsistency between 
ritual worship and people attitudes and behaviours. The present findings seem to be 
consistent with the idea proposed by Beekun and Badawi (2005, p. 141) who argued 
that in some Muslim countries, “It is clear that there is a wide gap between normative 
Islam and the practices.” Similarly, Hassan (2007) said that many people in Muslim 
countries were sceptical of the ‘religiosity’ of their fellow Muslims, especially those 
who faithfully observe mandatory Islamic rituals. In this respect, one of the 
challenges for Muslims is “that in order to be a Muslim, there must be evidence of
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religious piety at the behavioural, ethical and cognitive levels” (Hassan, 2007, p. 
437).
It is interesting to note that particularly in a business context, the leader in the first 
case refers to God as “the Hidden Stakeholder” who always presents and must be 
involved in every aspect of the business. In organizational context, hidden 
stakeholders were generally regarded as individuals or groups who can positively or 
negatively affect or affected by the achievement of organizational objectives, but 
they are less visible or even invisible or failed to be identified in stakeholder analysis 
or identification process (Bourne & Walker, 2006; Wood et al., 2012). Whilst the 
term ‘hidden stakeholder’ is not unique, it appears that the leader uses the word 
‘hidden’ to refer to the ‘unseen’ nature of God. In Islamic teachings, one of The 99 
Beautiful Names or Attributes of God (Asmaul Husnd) is Al-Batin, The Hidden One, 
or He who is hidden or concealed {Asmaul Husna, 2013).
Furthermore, the leader in the first case may wants to accentuate God’s fundamental 
position in every aspect of the Muslims’ life. However, as implied in the commonly 
accepted definition of stakeholders, they may negatively affect an organization. This 
is definitely inconsistent with the essential belief of a Muslim that God is The 
Creator of Good {An-Nafi: He who creates things that yields advantages and benefit) 
and The All Compassionate {Al-Rahiim: He who acts with extreme kindness) 
{Asmaul Husna, 2013). In this respect, referring to God with the term “hidden 
stakeholder" needs to be reconsidered in order to put all attributes of God in its true 
meaning.
In addition to mentioning the interconnection with God as the most important 
element in their conception of spirituality, this study confirms that the leaders point 
out another essential element of spirituality, i.e., the interconnection with human 
beings. In particular, the leader in the second case described the interconnection with 
human beings, which was manifested in good deeds, in a concept of 
hablumminannaas (the relationship with human beings). This is basically similar to 
the idea of a number of scholars (e.g., Howard, 2002; Krieger & Seng, 2005; Liu &
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Robertson, 2011; Nandram & Borden, 2010; Strack & Fottler, 2002) who proposed 
that spirituality involves a transcendence relationship with the Higher Power and a 
sense of connectedness with other people. More specifically, in their study, Liu and 
Robertson (2011) found that the construct of spirituality is best captured by three 
related factors, i.e., interconnection with a higher power, interconnection with human 
beings, and interconnection with nature and all living things. Similarly, Howard 
(2002) proposed these three sets of connection but add another factor: connections 
with self. Whilst the concept of ‘the higher power’ has been expressed in a variety of 
terms such as ‘God’, ‘The Beyond’, ‘Spirit’, or other forms of the divine character 
(see Section 3.2.1), this study clearly shows that this concept is always refers to 
Allah.
Unlike the interconnection with God and human beings which were mentioned 
explicitly by the leaders, the interconnection with nature and all living things (Liu & 
Robertson, 2011) was expressed more implicitly. The leader in the first case, for 
example, in his conception of spirituality as the interconnection with human being 
and with nature and all living beings, defines spirituality as “to bring down the ‘the 
wisdom of the heaven’ to be ‘the benefits on the earth’” (Huda, 2012, p.7).
The findings of this study demonstrate that the leaders’ conception of spirituality was 
derived completely fi*om their religious beliefs (i.e., Islam). This finding supports the 
idea of Dent et al. (2005, p. 642) who asserted that, in respect to spiritual leadership 
theory development, “it should recognize that any form of spirituality also includes 
practices and beliefs (i.e., a religion) and that the accompanying beliefs are an 
important, if not more important, element of how someone’s spirituality is manifest 
in his or her leadership.” Hicks (2003) argue that to understand contemporary 
leadership practices, we need to acknowledge, understand, and live with spiritual and 
religious differences within a given workplace context. From another perspective, 
Zohar and Marshall (2004) said that religion or religious systems can be one of the 
answers to questions that arise from one’s spiritual intelligence, although SQ is pre- 
cultural and more primary than religion. They (2004, p.65) define SQ as “the
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intelligence that makes us whole, that allows us to integrate the many fragments of 
our lives, activities, and being.”
9.2.2. The Leader’s Perception of Spiritual Leadership
As stated in Section 4.2, spiritual leadership is the values, attitudes, and behaviours 
that are necessary to intrinsically motivate oneself and others so that they have a 
sense of spiritual survival through calling and membership (Fry, 2003, 2013). 
Similarly, Fairholm (2011) said that spiritual leadership occurs when the values of 
the leader and their followers are strongly influenced by their spiritual core values. 
Tracey (2012) argued that individual religiosity affects leaders’ behaviour.
Consistent with the above propositions, the findings of this study indicate that the 
leaders interpret spiritual leadership as the values, attitudes and behaviour of leaders 
that refer to religious values. For example, the leader in the first case explicitly says 
‘spiritual values are the most effective, powerfiil, and ethical values that leaders can 
use in doing leadership’ (Huda, 2011, p. xxi). This is also in line with the idea 
proposed by Hicks (2002) that in spiritual leadership framework, good leaders are 
those people who are able to unite an organization and its members around spiritual 
values. However, the leaders in this study use slightly different terms or focus in 
describing spiritual leadership.
The leader in the first case says that spiritual leadership is leadership based on the 
spiritual power of a leader. He says further that in spiritual leadership, a leader must 
always involve God in all aspects of life, including business life. He defines ‘spiritual 
power’ as personal qualities, such as courage and confidence, given by God as a 
result of one’s submission to Him. Al-Maududi (n.d.) said that this submission is 
called Islam, “the fructification of Iman (faith) in actual life.” Iman or faith in Allah 
is the core of Islamic moral character and implies belief in the Oneness of Allah 
{tauhid) (Beekun & Badawi, 2009).
The leader in the second case perceives spiritual leadership as the act of leading an 
organization based on spiritual values. In this respect, he says that a spiritual leader is
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an obedient and devout leader who maintains her or his closeness to God and 
following the example of the Prophet. In different words, the leader in the third case 
says that the primary motivation of his leadership is the devotion to God. This 
implies that a committed Muslim leader should perform her/his role for the love of 
God (Beekun & Badawi, 2005).
The findings show that the leaders agree that a spiritual leader will always see his 
leadership status as a trust (amanah) from God. This is a key concept in Islam. From 
this point of view, “man is God’s trustee on earth and as such must bear 
responsibility for his actions” (Beekun & Badawi, 2005, p. 134). Furthermore, this is 
in line with the idea of stewardship which was argued by Fairholm (2011) as one of 
the important spiritual leadership actions. He (2011, p. 152) says that basically “a 
steward leader sees her or his role in trustee terms.” Similarly, Senjaya and Sarros 
(2002, p. 61) said that stewardship, which was originated from Christianity, “carries 
the idea of a trustee, one to whom something of value is entrusted.”
Furthermore, the leader in the first case says that by viewing the leadership as an 
amanah (trust), the message is that the leaders’ roles are to serve, not to dominate or 
to control their followers. This view is consistent with what was said by Fairholm 
(2011), that one of spiritual leaders’ attitudes towards their followers is promoting 
stewardship and modeling a service orientation. In other words, the focus of spiritual 
leadership is to serve and not to control the attitude of the people around the leader 
(Fairholm, 2011; Korac-Kakabadse et al., 2002).
9.3. The Manifestation of Spiritual Leadership
Before discussing the findings of manifestation of spiritual leadership of the leaders, 
I briefly describe their backgrounds, which may have an impact on how they practice 
their leadership. The leader in the first case is a professional assigned as the CEO by 
the shareholders. He started his career in the lower levels as a technician. Besides 
being active in business organizations, he has been involved in various professional 
and social organizations. He was also recognized as an author and motivator or 
speaker in seminars and training.
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The leader in the second case has a slightly different background. In addition to 
serving as the CEO, he is the founder and the major shareholder of the company. 
With this position, in the early years of the company, he has a very dominant role in 
all aspects of corporate management, such as employees’ recruitment.
The leader in the third case has a unique position compared to the other two leaders. 
Although he might be categorized as a professional in his position as the CEO, the 
‘professional’ status in this context may have somewhat different meaning, since the 
company is a part of an Islamic dakwah (preaching) organization. Initially, he was a 
student of an Islamic boarding school, which later turned into a social organization 
engaged in dakwah. He has been involved in the management of this parent 
organization since the beginning of his career. He was then assigned to establish and 
manage the media company. Currently, he is also the Chairman of the Consultative 
Council of Hidayatullah Central Board.
9.3.1. Business Philosophy: Vision
One of the essential tasks of spiritual leadership is setting a vision (Fairholm, 2011). 
Vision refers to “a picture of the future with some implicit or explicit commentary on 
why people should strive to create that future” (Kotter, 1996, p. 68). Vision forms the 
basis for the creation of organizational culture and values underlying it (Fry, 2008). 
In encouraging a change in an organization, vision serves three important functions, 
i.e., to clarify the general direction of change, to simplify the alternatives for decision 
making, and to help coordinating actions more quickly and efficiently (Fry, 2003; 
Fry et al., 2011). Furthermore, Fairholm (2011) said that the source of the leader’s 
vision is his or her individual sense of spirituality.
The leader in the first case defines vision as a place to give meaning to our life and 
present the whole benefits for the entire human kind. This definition is in accordance 
with Fry’s (2009) assertion that a vision must portray a journey that will give one a 
sense of calling, of one’s life having meaning and making a difference. Fairholm 
(2011) also asserts that a values-focused vision created by spiritual leaders could
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fulfil people’s need to find meaning in their work. However, this present study 
indicates that in the first two cases, the leaders’ vision was not clearly reflected in 
organizational vision and mission statements.
As exhibited in the company’s vision and mission statements in Section 6.4.1, 
aspiring for the best result is actually one important value in spiritual leadership 
(Fairholm, 2011; Fry, 2008). However, it may create an impression that the company 
has been focused on materialistic goals. In other words, it may be explained that the 
leader in the first case has not yet integrated spiritual values in company’s vision and 
mission statement, at least explicitly, such as “concern for social justice” (Kriger & 
Seng, 2005).
In the first case, a sense of spirituality as the source of the leader’s vision can be 
observed more clearly in respect to his personal vision. However, whilst the leader’s 
definition of vision reflects his appreciation of spirituality, the documented vision 
and mission statements did not explicitly show this aspect, at least in the sense of 
spiritual values or ‘values-focused vision’ as suggested by Fairholm (2011). In other 
words, the vision and mission statements were not clearly consistent with what was 
communicated in everyday interactions. It does not clearly define company’s core 
values, as suggested by Fry (2003).
Similar to the first case, a sense of spirituality as the source of the leader’s vision in 
the second case can be observed more clearly in respect to his personal vision. His 
vision is to survive in the world and in the hereafter, and creates the company as a 
place of worship. However, the company’s vision and mission statements were 
focused more on excellent services to the customers (see Section 7.4.1). Whilst 
service or care for others is regarded as one of spiritual leadership values (Fairholm, 
2011), the leader does not make a clear link between these formal statements and his 
personal vision and values that he communicated in everyday interactions.
In contrast to the findings of the first and the second case, the leader’s as well as the 
organizational vision in the third case reflects completely a sense of spirituality. The
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leader’s vision of building the power of ummah through the media is consistent with 
the company’s vision to build a network of tauhid community as well as the vision of 
its parent organization to build an Islamic civilization (see Section 8.4.1). A possible 
explanation for this might be that as a part of a dakwah organization, the company is 
not essentially a profit-motive organization. The motivation of its establishment was 
to support dakwah of its parent organization by disseminating the Islamic teachings 
to a wider public (see Section 8.2). Another possible contributing factor to the vision 
is the leader’s role as an ustadz (Islamic teacher) as well as the Chairman of the 
Consultative Council of Hidayatullah.
9.3.2. Business Philosophy: Definition of Success
Another issue concerning the leaders’ business philosophy is how they interpret 
success. In their study of success and spirituality, Ashar and Lane-Maher (2004) 
found that participants repeatedly used terms such as ‘being connected’, ‘balance’, 
and 'wholeness'’ to define and describe success. The participants also related the 
concept of success to spirituality and stated that to be successful one needs to 
embrace spirituality (Ashar & Lane-Maher, 2004). Furthermore, they found that most 
definitions of success refer to four main components of success, i.e., a sense of 
accomplishment, balance, contribution to society, and contribution to co-workers. In 
terms of success as a sense of accomplishment, success is a personal feeling that is 
determined subjectively (Ashar & Lane-Maher, 2004). The participants in their 
research tend to use internal criteria and resist the external and materialistic criteria 
of success such as income, position, and status symbols. They also emphasized that 
to be successful one needs to balance work and family. Finally, to enhance a sense of 
meaning and purpose, one needs to be generous and oriented to others by making 
contributions to their community and co-workers. This findings lead to a conclusion 
proposed by Ashar and Lane-Maher (2004, p. 257) that “the successful person is a 
common, functional individual who aspires to a sense of accomplishment and who 
cherishes relationships, care, and connectedness.”
Ashar and Lane-Maher (2004) argued that to be successful, one needs to have a sense 
of being part of and serving a greater good; one needs to experience work as calling.
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They went on to assert that spirituality is not a luxury that follows material success 
but rather an essential, personal, and universal need of human nature. In line with this 
argument. Hall and Chandler (2005) argued that one of the deepest forms of 
psychological success—or subjective success—can occur when the person experiences 
work as more than a job or career or when a job is a calling. These meanings of 
success were supported by findings in this current study.
The findings of this study indicate that in defining success, the leaders show a strong 
orientation to religious values or an appreciation of religious teachings. The leader in 
the first case believes that success is essentially a journey while the leader in the 
second case said that to be successful is to show the obedience to God or observing 
religious teachings in one’s personal life and business or social life. The leader in the 
second case believes that success means to be beneficial for other people as well as 
to achieve salvation in the world and the hereafter. The leader in the third case said 
that to be successful is to show the obedience to God and to realize the objectives of 
dakwah. The leaders’ interpretation of success is consistent with the findings of 
Ashar and Lane-Maher’s study (2004) and Hall and Chandler’s assertion (2005) that 
success is associated to spirituality. It is not measured by material achievement and it 
goes beyond a career.
Another component of success is a balance of work and family (Ashar & Lane- 
Maher, 2004). In leadership context, the leader in the first case has a similar view 
about this balance but he adds another essential element, i.e., God, which is 
consistent with his appreciation of religious spirituality. He believes that the 
complete success of a leader, which he called “the holistic success”, is a successful 
leadership in the workplace, in the family, and as a servant of God.
Furthermore, the leader in the third case says that one’s success is completely a form 
of gratitude to God. He adds that the more important thing than materialistic 
achievements is being “fully submitted to God.” This is consistent with Ashar and 
Lane-Maher’s (2004) findings which suggest that someone puts her or his success in 
the context of connectedness with God.
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9.3.3. Decision Making Style
One of the important factors that influence the decision making process of a leader is 
her/his values and beliefs (Fernando & Jackson, 2006). For leaders whose personal 
characteristics are shaped by their religious orientation, religious values could play 
an important role in this process (Hicks, 2003; Tracey, 2012).
The findings of this study suggest that the leaders apply a consultative approach in 
decision making. This is consistent with what has been described by Ali (2005) and 
Beekun and Badawi (2009) that in the case of Islam, Islamic teachings emphasize on 
consultation {shura) in decision making. Beekun and Badawi (2009) said that 
through the Qur’anic phrase "amruhum shura baynahum" (who conduct their affairs 
by mutual consultation) {Qur’an, 42:38) and the Prophet’s habit of seeking and 
accepting advice, the limits on the exercise of power have been set forth by the 
Qur’an and Sunnah of the Prophet.
The findings are also consistent with Pfeffer’s (2010) proposition that one of the 
most important leadership practices is to build people’s spirit by letting them make 
important decisions about organizational directions and resource allocations. He said 
that by delegating real autonomy to people, it permits them to flourish and grow, 
thereby realizing more of their untapped potential and increasing their commitment 
and engagement. Similarly, Bowen et al. (2010) stated that spiritually-inspired 
leaders embrace a workplace characterized by sharing information, power, and 
decision making. They said further that leaders who develop spiritually rich 
workplaces will also be developing organizational climates and cultures in which 
workers feel involved, connected, and valued.
However, whilst Islamic scholars such as Ali (2005) and Beekun and Badawi (2009) 
clearly refer consultative decision making to the Qur’an, it was not clear that the 
choice of decision style of the leaders in the first and the second case was directly 
fi-om their religious values or beliefs. While it may be suggested that as practising 
Muslims they would refer to Islamic teachings that emphasize consultation in
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decision making, the effect of a leader’s spirituality on decision making is a potential 
area for further research (Phipps, 2012).
The findings of the third case show that in addition to applying consultative method 
by involving employees in decision making, the leader clearly states that the 
decisions were often made through istikharah prayer, i.e., by involving God in 
decision making, especially to make important decisions. From the fact that the 
leader always refers his viewpoints to the Islamic teachings (see Section 8.4.3) it may 
be suggested that his choice of decision making method was influenced by religious 
values.
9.3.4. Promoting Spirituality in the Organization
This study demonstrates that to incorporate spirituality and religious values among 
the employees and to other people, the leaders apply a variety of methods. In the first 
case, the leader designs a variety of programmes such as ‘Morning Invocation’ and 
regular Islamic study circle as well as reminding employees to carry out mandatory 
and voluntary religious worship (see Section 6.4.4). In this forum, the leader 
cultivates and reinforces spiritual values, as well as values related to professionalism 
and work productivity. Incorporating spiritual values in the workplace can be 
important goals for leaders as it can improve leaders’ effectiveness not only in 
worker motivation but in bottom-line issues of profit and productivity as well 
(Reave, 2005).
Before incorporating spirituality to others, the leader in the second case believes that 
he should start by changing himself. The leader in the third case had applied a variety 
of methods which are commonly found in Islamic-based organizations, such as 
halaqah (groups of study circle). This leader confirms that in this circle, the more 
important issue is to build ukhuwah (brotherhood). The findings are consistent with 
the idea of Ferguson and Milliman (2008) who argued that promoting spirituality in 
organizations can be done through developing meaningful values, living the values 
authentically, and empowering employees to personally apply the values in the 
workplace. Similarly, Fry (2003) argues that in applying spiritual leadership, leaders
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should create a culture and ethical system that exemplifies altruistic love values; 
where organizational members are challenged to work with perseverance, 
determination, and pursue excellence by doing their best in achieving challenging 
goals through hope and faith in the vision, their leaders, and themselves.
Specifically in the second case, as part of the effort to motivate employees to perform 
worship, the leader gives an appreciation in the form of allowances or other rewards 
(see Section 7.4.4). This finding supports the idea of Ferguson and Milliman (2008) 
who said that the leaders need to provide sincere appreciation on a regular basis to 
reinforce key organizational values.
Also consistent with the view of Ferguson and Milliman (2008) is the leaders’ belief 
that promoting spirituality is necessary so that all organizational members would 
adopt the same values in the workplace. The leader in the first case says that the 
methods he used, including writing books, were aimed to transfer spiritual values, 
and the passion to apply it, to everyone. The leader in the second case believes that it 
is a leader’s obligation and he should be accountable before God regarding this task. 
Meanwhile, the leader in the third case believes that as the leader of the company 
under a dakwah organization, he is responsible for maintaining everyone’s 
commitment to the dakwah vision and to organizational values and regulations. This 
is consistent with Fairholm’s (2011) proposition that one of the spiritual leaders’ 
tasks is to create a unifying work community and then nurture its values and customs 
among followers.
9.3.5. Spirituality and Performance
In workplace spirituality literature, it is believed that there is a relationship between 
spirituality and positive attitudes of employees (e.g., Milliman et al. 1999; Fry, 2003; 
Fry et al., 2011). Furthermore, it has been suggested that spirituality may positively 
affects organizational performance (Fry & Matherly, 2006; Jurkiewicz & Giacalone, 
2004; Neck & Milliman, 1994). In his Spiritual Leadership Theory, Fry (2003, 2008, 
2013) proposed that spiritual leadership results in spiritual well-being which in turn 
affects individual and organizational outcomes. Consistent with these propositions, in
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relation to performance, the findings of this study show that spiritual leadership has 
led to increasing individual and organizational performance.
In the first case, the leader believes that spiritual leadership practices could influence 
the development of positive attitudes and motivation to do the best, which in turn 
would have positive impacts on performance (see Section 6.4.5). He points out that 
the company’s performance and achievement were the result of a combination of 
leadership and strong spiritual values, excellent technical and managerial skills and 
technology (Huda, 2011; 2012).
In the second and the third cases, the leaders also believe that spiritual leadership has 
led to increasing individual and company’s performance. The leader in the second 
case was recognized as a successful businessman who stayed focused on his religious 
values (see Section 7.4.5). Currently, PL has been recognized as a successful 
company and one of Indonesia's biggest express courier and logistics services. In the 
third case, the fact that the magazine is one of the largest Islamic magazines in 
Indonesia was an example of this positive impact (see Section 8.4.5). This leader 
believes that their achievement was due to the contribution of the employees, who 
believe in spiritual mission, adopt the same spiritual values, and are committed to 
sincerely contribute their preaching through the magazine. In other words, spiritual 
values and leadership practices that are consistent with those values have positive 
impact on individual and organizational performance. This is consistent with the 
proposition that, in organizations with high levels of spirituality, value alignment 
between the organization and the employees and attitudes of employees, results in 
increased employee commitment (Fry, 2003; Fry et al., 2011; Milliman et al. 1999) 
which in turn may positively affect performance (Jurkiewicz & Giacalone, 2004).
Jurkiewicz and Giacalone’s (2004) review of literature correlating spirituality and 
organizational performance showed that spirituality may positively affect 
performance through three factors: motivation, commitment, and adaptability. In line 
with this, the leader and the participants in the third case believe that working in a 
professional manner was not only seen as a work requirement to achieve the
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expected results but also as a religious demand (see Section 8.4.5). To demonstrate 
professionalism and strive to provide the best in every aspect of work was 
understood as a part of religious teachings. The cultures which reflect high levels of 
workplace spirituality are believed to have positive effects on employee motivation 
which in turn may positively affect performance (Jurkiewicz & Giacalone, 2004). 
When an organization encourages spirituality, it is actually encouraging the people to 
bring their whole self to work (Neck & Milliman, 1994). This would mean a greater 
fulfilment and satisfaction and greater commitment to the work and to the 
organization (Krishnakumar & Neck, 2002). Furthermore, employees in 
organizations with higher levels of spirituality exhibit increased flexibility toward 
organizational change, which in turn positively affects organizational performance 
(Jurkiewicz & Giacalone, 2004).
The objectives of this study included to build on Fry’s theory of spiritual leadership 
to extend the model into new religious context and to understand the impact of 
spiritual leadership on organizational members. In line with this, I now discuss the 
findings of the three cases by comparing it to Fry’s theory. It consists of spiritual 
leadership process (i.e., vision, hope/faith, altruistic love, and inner life), spiritual 
well-being (calling and membership), and individual and organizational outcomes of 
spiritual leadership (organizational commitment, productivity and efficiency, and 
satisfaction).
9.4. The Fit of Indonesian Muslim Business Leaders’ Spiritual Leadership to 
Fry’s Spiritual Leadership Theory
Spiritual leadership is the values, attitudes, and behaviours that are necessary to 
intrinsically motivate one’s self and others so that they have spiritual well-being 
whereby both the leader and employees feel understood and appreciated as well as a 
sense of calling that their jobs are meaningful and makes a difference (Fry, 2003, 
2008, 2013). The source of spiritual leadership is an inner life or spiritual practice 
that positively influences development of hope/faith, vision, and the values of 
altruistic love (Fry, 2003, 2013). The spiritual well-being of both the leader and
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employees ultimately will encourage higher levels of individual and organizational 
outcomes (Fry, 2013).
9.4.1. Vision
To encourage a change in the organization, vision serves the three important 
functions of (1) clarifying the general direction of change, (2) simplifying the 
multitude of more detailed decisions, and (3) helping to quickly and efficiently 
coordinate actions (Fry, 2003; Fry et al., 2011). The primary requirements to create 
an effective organizational change are a clear and compelling vision of where the 
organization wants to be in the future (Beekun & Badawi, 2009; Fry, 2003; 
Giacalone et al., 2005) and clear articulations of the vision as well as firm conviction 
of the leader (Bangash, 2000). Fry (2003, 2008) argues that the vision that may have 
a positive impact on a sense of calling was indicated by a number of factors, i.e., a 
clear and convincing vision, a commitment to vision, and vision that inspired the best 
performance.
This current study found that, in all cases, the leaders have articulated clear and 
convincing visions. However, in the first and the second cases, this finding is 
particularly related to personal visions of the leaders. As suggested in Section 9.3.1, 
these leaders’ vision was not clearly reflected in organizational vision and mission 
statements, with regard to spiritual values.
In the first case, the participants describe that, other than the content of the vision, a 
clear and convincing vision was created by the leader’s ability in communicating the 
vision and his reference to religious values (see Section 6.5.1). In the second case, 
the participants confirm that it was essentially created by the leader’s characteristic 
of strong will and hard work to achieve the vision as well as his persistent 
communication of vision (see Section 7.5.1). In line with this, Martinez and Schmidt 
(2005) stated that the effective spiritual leaders must continue to communicate their 
vision for the organization to organizational members.
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Similarly, in the last case, the participants believe that a clear and convincing vision 
was basically due to the leader’s persistent communication of vision as well as his 
good communication skills (see Section 8.5.1). In regard to the articulation of vision, 
this study found that the leaders often refer to religious values, for example, by 
quoting or referring to the Qur’an and/or hadith of the. Prophet. This is in line with 
what was discussed in Section 9.3.1, that spiritual leaders should reflect a sense of 
spirituality in their vision (Fairholm, 2011; Krieger & Seng, 2005).
However, in the first and the second cases, whilst most of the participants confirm 
that the vision was clear and convincing, it was unclear whether the formulation of 
this vision involved organizational members at different levels to ensure their 
commitment to the vision, as suggested by some scholars (e.g., Beekun & Badawi, 
2009; Fry, 2008; Martinez & Schmidt, 2005). In the third case, the finding shows 
that the leader has involved the board of directors in the formulation of company’s 
business vision. However, it was also unclear whether the leader only involved the 
board of directors or other employees at different levels of the organization.
A clear and convincing vision which is communicated in a proper and convincing 
method and language creates an understanding and commitment to the vision among 
the employees. The findings of this study show this commitment. The participants in 
the first case say that they can feel the enthusiasm and confidence in the leader when 
he articulates his vision. In turn, this confidence in the leader generated employees’ 
commitment and enthusiasm. In addition to the clarity of vision, the congruence 
between organizational vision and individual vision and expectations also contributes 
to this commitment.
In the second case, the commitment to realize the vision was expressed in the attitude 
of istiqamah (steadfast; committed). The commitment towards the company's vision 
was also evidenced in the spirit to work wholeheartedly and professionally as they 
perceived their work as a part of worship. In the third case, the leader and the 
participants expressed their strong commitment to realize the vision of dakwah as
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well as the business vision. It was found that this commitment goes hand in hand 
with the commitment to uphold religious values.
A clear vision that comes from spiritual values inspires employees as well as 
promoting organizational commitment (Fairholm, 2011; Fry, 2008). A good 
understanding of the vision encourages motivation to achieve positive performance 
and to work hard towards the realisation of the vision. Unlike the second and the 
third cases, a sub-theme of “vision inspires best performance” only appeared in the 
first case. To inspire the employees to do their best and to be the best person, the 
leader in the first case often refers to, and shares, his own experiences. Inspiration 
also came from the example given by the leader, which in turn raises employees’ 
confidence.
9.4.2. Hope/Faith
Hope is a desire with expectation of ftilfilment and faith adds certainty to hope (Fry, 
2008; Fry et al., 2011). Faith is a firm belief in something for which there is no 
empirical evidence (Fry, 2008; Fry et al., 2011). It is based on values, attitudes, and 
behaviours that demonstrate certainty and trust that what is desired and expected will 
come to pass. Hope/faith is thus “the source for the conviction that the organization's 
vision, purpose, and mission will be fulfilled” (Fry, 2003, 2008; Fry et al., 2011). 
People with hope/faith possess clarity of where they are going, how to get there, and 
are willing to ‘do whatever it takes’, persevere and exert extra effort to achieve their 
goals.
Consistent with Fry (2008) and Fry et al. (2011), the findings of this current study 
demonstrate that strong hope/faith toward the organizations was essentially rooted in 
spiritual values, particularly the interconnection with the Higher Power, i.e., the faith 
and closeness to God. While Fry’s Spiritual Leadership Theory refers to faith as a 
firm belief in something for which there is no empirical evidence, the leaders and 
other participants in this current study explicitly and consistently refer to a firm 
belief in God {Allah). In the first case, the leader and the participants believe that 
God will reward people as long as they are trying to do their best. In addition, the
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strong faith among the participants comes from their experiences and observations of 
everyday practices of leadership shown by the leader. This finding supports the 
proposition that hope/faith also comes from the leader’s values, attitudes, and 
behaviours that show confidence and trust or that demonstrate certainty (Fry et al. 
2011).
In addition, the participants in the second case believe that characteristics or virtues 
such as “do whatever it takes,” perseverance and exert extra effort, should be 
prioritized by true Muslims. Similarly, the leader and the participants in the third 
case believe that these characteristics are clearly emphasized in Islamic teachings, as 
it was exemplified in the life of The Prophet and his companions. This is in line with 
this research stance to adopt religious spirituality in the discussion of spiritual 
leadership (see Section 3.4).
9.4.3. Altruistic Love
Apart from vision and hope/faith, spiritual leadership also requires that the 
organization’s culture be based on the values of altruistic love (Fry, 2013). Fry 
(2008, p. 117) defines altruistic love as “a sense of wholeness, harmony, and well­
being produced through care, concern, and appreciation for both self and others.” 
Underlying this definition are values such as integrity, patience, kindness, 
forgiveness, acceptance, gratitude, humility, courage, trust, loyalty, and compassion 
(Fry et al., 2011 ; Fry & Kriger, 2009).
Leaders must model the values of altruistic love through their attitudes and 
behaviours, which in turn create a sense of membership—the aspect of spiritual well­
being that gives one a sense of belonging and being understood and appreciated (Fry 
2013). Kriger and Seng (2005) argue that these values and other spiritual values such 
as service to others, truth, charity, love, and hope found in the workplace spirituality 
literature, can also be found in all five religious traditions. In the context of Islam, 
they say further, these values are to be found not only in the Qur’an, but also in 
popular Islamic wisdom literature, philosophical debates and the mystical guidance 
of esoteric Islam, Sufism (Kriger & Seng, 2005).
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The findings of this study show a number of altruistic love values, which were 
described as the characteristics of the leaders and their followers. More specifically, 
the results show that integrity/honesty, trustworthiness, loyalty, courage, 
kindness/compassion, forgiveness, gratitude, and humility appeared in all of three 
cases while “patience” appeared only in the first and the third case. Furthermore, a 
new theme appeared in all three cases, i.e., “kinship” (see Theme 3.3.10 in Appendix 
5). It was also found that in leadership practice of the leaders, the values of altruistic 
love were derived from the appreciation of religion by persistently observing 
religious practices, i.e., obligatory and voluntary worship, on a regular basis.
9.4.3.I. Integrity/Honesty
In all cases, the results show that the leaders and other participants perceived 
integrity/honesty as the most important values. In particular, the participants in the 
first case emphasize honesty as the most important religious value. These findings 
are consistent with the proposition that integrity/honesty is the most important 
spiritual value for leaders (Kriger & Hanson, 1999; Reave, 2005). In the survey by 
Fairholm (1997), integrity/honesty was the most frequently mentioned value for 
business leaders. Reave (2005) stated that some theorists include honesty as a 
component of integrity while others consider it an equivalent. Jurkiewicz and 
Giacalone (2004) stated that leaders who view their work as a means to advance 
spiritually, at the individual or group level, instill a sense of integrity and lead the 
organization to higher levels of performance.
Furthermore, Reave (2004) argued that leadership success begins with personal 
integrity, which is then reflected in ethical behaviour. She says further that 
incorporating spiritual values into leadership can bring consistency between the 
leaders’ image and identity and creates more consistency between inner values and 
outer behaviour. The leaders’ integrity affects followers not only by influencing 
worker motivation and satisfaction, by also by creating the ethical climate in an 
organization that affect employees’ ethical choices (Reave, 2005).
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9.4.3.2. Trust
Trust is another important value in spiritual leadership (Fairholm, 2011; Reave, 
2005). To trust is to express confidence in or reliance on some quality or attribute of 
a person, a thing or the truth of a statement (Fairholm, 2011). The findings show that 
the participants described the leaders as trustworthy persons who also trust their 
employees as well as trying to build trust in the organizations. The leaders’ trust of 
their subordinates was indicated by, among other things, the practice of asking for 
input and ideas from the employees. Trust was also indicated by an atmosphere of 
openness and positive thinking among organizational members.
The findings show that in respect to trust, there is a principle held by Muslims that 
any task or job that is assigned to them is an amanah (trust). As mentioned 
previously, from Islamic point of view, man is God’s trustee on earth and as such 
must bear responsibility for his actions (Beekun & Badawi, 2005). This principle was 
repeatedly expressed both by the leaders and the participants. Trust is also seen as 
one of the most important religious values.
In the first case, the findings confirm that a high level of trust was particularly due to 
honesty and openness shown by the leaders at all levels. In addition, the leader’s 
attitude towards the faults made by his subordinates, including providing 
opportunities for self-improvement, has a positive impact in terms of a high level of 
trust to the leader and his management team. This is consistent with the literature that 
argued that the leaders’ trust in their followers could have positive impacts on 
followers’ attitude (Kriger & Hanson, 1999; Reave, 2005). Trust has been shown to 
be important not only to follower perceptions but to measurable organizational 
outcomes, such as job satisfaction, job performance, organizational commitment, and 
turnover intentions (Reave, 2005). According to Kriger and Hanson (1999) trust 
facilitates the creation of greater organizational effectiveness which, in turn, 
promotes interpersonal openness and exchange. They argue further that trust can also 
lead to better organizational performance through accelerated decision making, better 
communication between managers, better focus on the customer issues and greater 
innovation (Kriger & Hanson, 1999). Jurkiewicz and Giacalone (2004) found that
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trust between employees is essential to productive work relationship and improve 
organizational productivity.
Furthermore, a leader needs to build trust not only with employees but also with 
customers and suppliers (Wagner-Marsh & Conley, 1999). Consistent with this, the 
findings show that the leaders stressed the importance of promoting trust in 
interactions with customers. For example, in the first case, the participants are 
encouraged to get the trust of customers without compromising the quality.
9.4.3.3. Loyalty
Fairholm (2011) highlighted loyalty as one of important values for a spiritual leader. 
Loyalty towards the employees was demonstrated by the leaders in this study. In the 
first case, some of the participants mentioned it more implicitly. One of the 
indications of the leader’s loyalty was the fact that he never blames his subordinates. 
In the second case, the leader’s loyalty was described in the form of a strong 
commitment and responsibility for the continuity of work and the welfare of the 
employees and their families. This loyalty comes from spiritual values of the leader 
who told the employees that he was obliged to invite them to attain salvation in this 
world and the Hereafter. In the third case, the leader's loyalty was indicated in the 
form of caring and responsibility for employees’ endeavours, his care for employees 
regarding work related matters and other problems beyond their jobs, and his policy 
to avoid layoffs as much as possible even when the company was in difficult 
conditions.
9.4.3.4. Courage
Courage is one of important values for a spiritual leader (Fairholm, 2011). Krieger 
and Seng (2005) include courage as one of the values that is shared amongst the five 
major religions, including Islam, as far as spiritual leadership concerned. This 
characteristic was found in the first and the second case. The leader’s courage in the 
first case was showed indirectly in risky decision-making or in the way he acts in 
critical situations. The leader believes that the courage and confidence in dealing
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with problems comes from God because he always trying to get closer to Him. He 
encourages employees to cope with any problems. In the second case, the 
participants describe the leader as a courageous and strong leader. Some participants 
refer him as “the real fighter” or “typical of a person who never gave up.” The leader 
himself believes that every leader must have the courage to uphold religious values if 
he or she wants to transform the company into a spiritual company.
9.4.3.S. Kindness and Compassion
A leader’s ability to be caring and considerate toward others has been shown to be a 
key determinant of leader success or failure (Reave, 2005). From their study, 
Fernando et al. (2009) found that a spiritually driven leader shows a strong passion 
for giving and caring for his followers. According to Kriger and Hanson (1999), 
compassion is the basis for the ability to feel what another is feeling and creates an 
enduring basis for collective action. It increases feelings of trust and the possibility 
that organizational values will be realized (Kriger & Hanson, 1999). Expressing 
support and concern for others is a practice emphasized by nearly all spiritual paths 
(Reave, 2005). For example, in Islamic tradition, compassion and mercy are the first 
two and the most primary of 99 “names and attributes of Allah” {Asmaul Husnd) 
(Kriger & Hanson, 1999). Kindness is encouraged in Islam (Beekun & Badawi, 
2005). Bangash (2000) said that compassion is an essential personal quality of an 
Islamic leader.
Consistent with the above propositions, findings of this study demonstrate that 
kindness and compassion were expressed in various kinds of attitudes and 
behaviours. In the first case, the leader was described as having a nurturing character, 
which was argued by Fairholm (2011) as one of the important elements in spiritual 
leadership. This nurturing characteristic is called as ngemong in Javanese (from 
'among', consists of three nurturing components: providing affection, caring, and 
teaching and modelling). Other participants describe the leader as “a friendly and 
helpful person” and “deeply caring for his employees.” The terms ‘empathy’ and 
‘wisdom’ were also expressed to describe the leader’s characteristic of caring and 
compassion.
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Furthermore, the leader in the first case promotes the habit of giving. He strongly 
emphasizes that if a person truly believes in God, he or she should prevail this value. 
Similarly, the leader in the second and the third case stressed the importance of 
giving alms (sadaqah). In the second case, the habit of alms giving was not only 
known in the company but also among people outside the company. The leader in the 
third case said that this is a concept in Islam that “encompasses any act of giving out 
of compassion, love, fidendship or generosity.”
In the third case, kindness and compassion were also indicated by the presence of a 
strong bond and close relationship among organization members. The leader said that 
it is essential to build an atmosphere of silaturrahim (fi*iendship). The leader’s 
encouragement and motivation to all employees so that they would observe worship 
persistently, was also perceived as a form of compassion. Furthermore, in the 
interactions between people in the organization, the inner side of the relationship was 
emphasized rather than just physical interaction. This inner side was described as 
“the convergence of the hearts.”
Reave (2005) stated that another way to express caring and concern for others is by 
truly listening to them and responding to their needs. This is an attitude that is 
universally endorsed by spiritual paths. Leaders who exhibit better listening skills are 
predicted to be more effective leaders (Reave, 2005). The findings of this current 
study support this idea. The leader in the first and the third case have been described 
as good listeners, even for the lowest level of subordinates. The participants in the 
third case further described the leader as someone who is very understanding, 
tolerant and sensitive to the interests of others.
9.4.3.6. Forgiveness
Forgiveness is the letting go of one’s feelings and beliefs about what others should 
have or could have done (Kriger & Hanson, 1999). Kriger and Hason (1999) argued 
that forgiveness increases the likelihood that new initiatives will be undertaken and 
decrease stress in organizational members. Forgiveness lies at the heart of the values
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and scriptures of Christianity, Buddhism, Islam and Hinduism (Ingersoll, 2010; 
Kriger & Hanson, 1999). Bangash (2000) said that forgiveness is one of the most 
important personal qualities of a leader in Islam.
Ingersoll (2010) said that, as with other dimensions of spirituality, the workplace 
provides ample opportunity for the practice of forgiveness. As one dimension of 
spirituality, forgiveness is a way of approaching life as a journey of learning 
(Ingersoll, 2010). In the first case, the leader’s conception of forgiveness was 
consistent with this view. He was described as the leader who always provides the 
opportunity for subordinates to learn from their mistakes, assuming the cost incurred 
due to errors made without wrong intentions is the cost of learning. In this regards, 
the leader had introduced the S-curve or success-learning curve (see Section 6.5.S.6). 
He was also described as a leader with a high level of self-control in interactions with 
people.
The leader in the second case was recognized as a strict leader but he is also known 
as someone who easily trusts others. He also believes that everybody may make 
mistakes, but providing proper guidance may change someone to be a good person. 
Actually, he believes that to forgive is to follow The Most Merciful attribute of God. 
Similarly, the leader in the third case was described as a person who easily forgives. 
The participants said that “[He] never say negative words” to those who make 
mistakes.
9.4.3.7. Gratitude
The findings of this study demonstrate gratitude as a part of altruistic love. Gratitude 
creates the basis for healthy interpersonal relations by establishing norms of respect 
and positive regard for the needs and contribution of others (Kriger & Hanson, 
1999). In Islam, gratitude is also one of “names and attributes of Allah” {Asmaul 
Husna), i.e., Ash-Shakur (The Grateful). Consistent with this, the leader in the first 
case believes that gratitude, or “to think positively”, is the nature of a Muslim with 
strong faith. As one of the sources of this spiritual value, he refers to a verse of the 
Qur'an which means, “If you are gratefril, I will surely add more (favours) unto you”
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{Qur'an, 14:7). Similarly, for the reason that all activities were undertaken within the 
vision of dakwah based on the values of the Qur'an, the leader and the participants in 
the third case believe that they should always be grateful or have a positive thinking 
for every situation. This attitude toward the results is encouraged by religious 
teachings.
In all three cases, gratitude was expressed by the participants because they have 
found a workplace that provides a comfortable atmosphere and the opportunity to 
worship. They express their gratitude for the Islamic atmosphere that enables the 
employees to worship properly, such as prayer in congregation, in addition to 
carrying out their obligations to earn a living for the family.
9.4.3.S. Humility
Another indicator of a leader’s spiritual values is the presence of humility (Kriger & 
Hanson, 1999; Reave, 2005). A leader needs to be humble and modest and must 
never let his ego get the better of him (Beekun & Badawi, 2009). Consistent with 
these propositions, the findings of this study reveal that the leaders and participants 
show humility as one of their characteristics. The participants of all three cases 
describe their leaders as humble persons. They all agree that the leaders show 
humility as exemplified by their behaviours of not keeping a distance with their 
employees. In others words, as described specifically by the participants in the first 
and the third case, their leaders were egalitarian leaders as well as creating an 
egalitarian atmosphere in their companies.
In particular, the leader’s characteristic in the first case was described in a Javanese 
term as ngasor (Javanese: humble, low profile). Ngasor means that he could move 
from the top to the lowest level of employees to talk with them or probably to 
encourage them. The humble characteristic of the leader was also described in 
another Javanese term, namely ngombyong (Javanese: to support [an endeavour, etc.] 
by joining its proponents; to come together, to accompany).
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In the second case, the leader’s humility was indicated by his open minded 
personality that helps him communicates easily with employees at all levels and by 
the equal treatment that he gives to all employees. This leader is described as a man 
who “placed himself as a servant.” The participants in the third case confirm that the 
leader never shows that he is a superior to his subordinates. Humility was also 
indicated in the leader’s behaviour which was regarded as an open and collegial 
leadership practices.
The findings support the idea of Collins (2001) that leaders manifest humility by 
routinely crediting others and external factors for their companies’ success while 
blaming themselves when the results are poor. The leaders in the first and the third 
case demonstrated this behaviour in their leadership. When asked about the secret of 
his success, the leader in the first case said that he didn’t have any secret and that he 
has learned from the examples of his leader. Similarly, the leader in the third case 
said that the company’s success so far was not his success as a leader but due to 
employees’ support.
In empirical research, humility has been found to be connected to leadership 
effectiveness (Reave, 2005). One implication for this relationship is the ability of a 
leader to accept negative feedback. Consistent with this, the results show that the 
leaders in the first and the third cases are recognised as being open to criticism and 
willing to accept input or opinions from anyone regardless of their status.
As most spiritual paths emphasize the need for humility (Reave, 2005), in Islamic 
teachings, the Qur’an describe Muslims in general as “those who walk on the earth 
with humility” (Beekun & Badawi, 2009). In the third case the participants 
confirmed that humility basically comes from religious values that teach equality 
before God. Hence, a superior-subordinate relationship is only temporary found in 
work context. It was believed that the religion also forbids a person to be ujub (self- 
conceit; paying attention to any specific quality in oneself and instead of considering 
it a gift from God, to look upon it as a personal virtue).
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9.4.3.9. Patience
Patience is one of the values of altruistic love that spiritual leaders must exemplify 
through their attitudes and behaviours (Fry et ah, 2011; Fry & Kriger, 2009; Kriger 
& Seng, 2005). Furthermore, Bangash (2000) and Beekun and Badawi (2009) said 
that patience is one of the defining characteristics of Islamic leadership. They said 
further that like other believers, Islamic teachings suggest that a leader can expect to 
be tested, and he or she will need to endure these trials calmly and without losing 
faith {iman). In line with this, the findings from the first and the third case confirmed 
that the leaders adopt this value while in the second case this theme was not present.
The leader in the first case describes patience as an optimistic attitude. He also 
mentioned what he calls “the power of patience” as one of important characteristics 
of a spiritual leader (Huda, 2012). He believes that to have patience as a 
characteristic, one must maintain her/his closeness to God. The leader’s nature of 
patience was also evidenced in his self-control. Similarly, the leader in the third case 
said that patience is one of the important characters of a Muslim. By reference to 
hadith and Qur'anic verses, patience is often paired with gratitude. The leader was 
recognized as rarely being upset, have a good self-control and patience in listening.
9.4.3.10. Kinship
The value of ‘kinship’ was not explicitly mentioned by scholars who proposed a set 
of altruistic values (e.g.. Fry, 2008; Fry & Kriger, 2009; Kriger & Seng, 2005). 
However, I include this new theme as one of altruistic love values for two reasons. 
Firstly, this theme was found repetitively from the interviews with all participants in 
the first and the third cases, and a vast majority of participants in the second case. 
Secondly, it was characterized by friendly relationship and ‘family’ type of 
interactions that reflects the value of care and concern for others.
In the first case, the leader and the participants reveal a strong kinship or family 
culture in the company. This value was characterized by, among others, a more 
personal approach or ‘family’ type of interactions between the management and the
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employees and between employees. Hence, kinship also reflects the value of care and 
concern for others since someone treats others as he treats his family. This is 
exemplified by statements such as “team work is good but family is better” or 
“kinship is of greater value than the team work.” Furthermore, the leader was 
described as a “father” (Indonesian: bapak) to point out his care and informal 
interaction with the employees. It was believed that a strong kinship atmosphere has 
contributed to the loyalty to the company.
Similarly, findings in the second case support the categorization of kinship as one of 
altruistic love values. It showed that the relationship between the leaders and 
subordinates and among the employees was characterized by fi*iendly relationship 
and family atmosphere as well. The leader gives great attention not only to the 
employees but also to their families. He emphasizes the importance of maintaining 
silaturrahim (fidendship).
In the third case, friendly relationships were built based on the spirit of ukhuwah 
(brotherhood). The well maintained cohesiveness was also seen as the manifestation 
of jamaah (congregation) as the characteristic of its parent organization. The leader 
was often described as a “father” figure, which was seems to be reinforced by his 
nurturing character. It was also evidenced that care and attention toward family 
members have been a part of organizational culture. From the religion point of view, 
this is one of the manifestations of a concept called ta’awun (to help each other).
9.4.4. Inner Life/Spiritual Practices
An important dimension of workplace spirituality is the idea that employees have 
spiritual needs (i.e., an inner life) just as they have physical, emotional, and cognitive 
needs (Duchon & Plowman, 2005). This element of spiritual leadership is defined as 
“the extent to which one has a spiritual practice” (Fry, 2008, p. 117). Inner life or 
spiritual practices can be observed in some aspects, for example, the feeling of 
hopeful about life, consider oneself as a spiritual person, care about spiritual health 
of others and maintain a spiritual or religious practice (Fry, 2008). In this current
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study that conceptualizes spirituality as religious spirituality, the term spiritual 
practice and religious practice were used interchangeably.
Reave (2005) stated that engaging in spiritual or religious practice has been shown to 
help individuals cope with challenges in life by improving mental and physical 
health. Fry (2013) argues that the nourishment of the inner life through spiritual 
practice can produce a more meaningful and productive outer life that can lead to 
beneficial individual and organizational outcomes. For this reason, organizations 
should nurture the inner life of their workers and create an organizational context that 
facilitates inner life development and expression for all who choose to do so (Fry, 
2013). Whilst Fry (2008; 2013) include broad examples of spiritual practices such as 
‘spending time in nature’, ‘prayer’, ‘meditation’, ‘yoga’, and ‘observing religious 
traditions’, in the context of this study, spiritual practices were focused more on 
practicing or observing obligatory and voluntary religious rituals such as shalat 
(prayer) and shaum (fasting).
The findings of this study demonstrate a number of spiritual practices of the leaders 
and the participants. It can be concluded that the inner life as the main source of 
spiritual leadership was clearly supported by the findings. The leaders and the 
participants perceive spiritual practices or religious rituals as a very important aspect 
of their lives. It cannot be separated from their working lives. As religious persons, 
they intensely observe religious rituals, especially prayer {shalat). The inner life was 
also reflected in the sense that they feel hopeful about life and care about spiritual 
health of others. All activities of a person, including work, were perceived as 
worship to God. Furthermore, the participants believe that the atmosphere created by 
the leaders had influenced them to be spiritual persons.
In the first and the second cases, the leaders and the participants reveal their positive 
attitude and optimism about life. In this respect, the leader in the first case refers to a 
favourite verse in the Qur'an, i.e., “Verily, with every difficulty there is relief’ 
{Qur’an, 94:6). Similarly, the leaders and the participants in both cases reveal that
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their optimistic attitude towards life comes from faith in God and the efforts to 
maintain their obedience and closeness to God.
Furthermore, similar to what was expressed by the leader in the first case, the leader 
in the second case believes that “We often get solutions and unexpected sustenance.” 
In the second case, the optimistic feeling about life was also expressed in the belief 
that doing good deeds to fellow human beings, other than hard work and preserving 
closeness with God, would be rewarding. This reflects the manifestation of two 
essential dimensions of religious spirituality, i.e., the interconnection with God and 
the interconnection with human beings (Howard, 2002; Liu & Robertson, 2011).
This study shows that the leaders and the participants of all cases described 
themselves as spiritual persons, in terms of having spiritual practice (Fry, 2008), their 
reference to religious values, and the importance of maintaining spirituality in all 
aspects of life. They see all human activities, including work, as worship to God. For 
Muslims, this is also in line with The Prophet’s assertion that work is worship (Ali, 
2005). By referring to many verses in the Qur’an, Beekun and Badawi (2005) stated 
that whenever he or she is properly acting out his/her role as God’s trustee, a Muslim 
is performing an act of worship (ibadah), as long as it is done with “pure” intention 
and within the limits prescribed by God. Furthermore, the Qur’anic principles and 
the Prophet’s prescriptions serve as a guide for Muslims when conducting both their 
business and their family affairs (Ali, 2005).
In the first case, the leader and the participants were described as spiritual persons. 
This is particularly evident in their persistent observance of prayer. For the leader, it 
was also indicated by his continuous reference to the Qur’an and hadith of the 
Prophet. The leader in the second case was described as a man of faith and piety. He 
is recognized as a spiritual person who refers everything to religion and wants to 
implement religious values and teachings in every aspect of life. He is recognized as 
a diligent and disciplined person in observing religious rituals as well as encourages 
others to do the same thing. The participants also view themselves as spiritual 
persons, as indicated in their observance of obligatory worship. In the third case, the
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findings support the description of the leader and the participants as spiritual persons. 
Along with their faith in the absolute power of God, as spiritual persons they 
intensely observe rituals, especially prayer {shalat). In addition to compulsory 
worship, voluntary worship become a routine practices. Basically, such a picture was 
inseparable from the company’s nature as part of an Islamic dakwah organization. 
Their values, attitudes and everyday behaviours were essentially referred to the 
teachings of religion as well as organizational vision and mission.
This study also demonstrate that, in addition to references to religion, the 
characteristic of spiritual persons can be seen from the way they regard the 
importance of spirituality in all aspects of their life, such as their work motivation. 
They were motivated by worship and devotion to God. To have a meaningful life, a 
transcendental relationship with God and reference to religious values in everyday 
life were strongly emphasized. In the third case, concern for the religiosity of the 
ummah (Muslim community) is the company’s key feature as well as the mission of 
its parent organization as dakwah organization. Instead of materialistic and worldly 
motivation, this concern was a spiritual motivation that drives organizational 
members.
This study found that the leaders and the participants of all cases demonstrate their 
care about spiritual health of others. The leaders consistently invites and encourages 
employees to observe the religious teachings sincerely. In the first case, the leader 
creates such programmes as “Morning Invocation” where he inspires, reminds and 
motivates the employees with spiritual values derived from the Qur’an and the hadith 
of the Prophet. The leader in the second case believes that as a leader he is 
responsible to God to bring his employees to observe religious teachings and always 
do good deeds to others.
Internally, the leader in the third case introduces and reinforces religious values by 
introducing regular programmes such as halaqah (groups of study circle), and 
reminds employees to observe obligatory and voluntary worship, and encourages 
them to always be consistent in realizing the dakwah vision. In particular, consistent
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with the vision of dakwah that they entailed, they were also expressed their concerns 
for spiritual health of others outside the organization.
Ingersoll (2010) defines a spiritual practice or a ritual as a regular activity that directs 
a person’s mind and/or body to the transcendent, whatever the person defines that. In 
Islamic teachings, any act is a potential act of worship {ibadah) if it is done with 
‘pure’ intention, and within the limits prescribed by God (Beekun & Badawi, 2005). 
This broader definition of worship includes two types of worship. The first is called 
'^ibadah mahdhah'” such as shalat (prayer), zakat, fasting or hajj. This is similar to 
Ingersoll (2010) definition of ‘rituals.’ The second is ''ibadah ghairu mahdhah’’ that 
includes any interaction with fellow human being and all other creatures. This is 
expressed in behaviours such as kindness with parents, having good relationship with 
relatives, keeping promises, and enjoining what is good and forbidding what is evil. 
According to Ingersoll (2010), the broader definition of worship is preferable as it 
more accurately reflects reality. However, in this study, as mentioned previously, 
religious or spiritual practices focused more on ibadah mahdhah or observing 
obligatory and voluntary religious rituals.
Overall, this study found that the leaders and the participants mentioned a variety of 
religious practices commonly performed by Muslims, such as prayer {shalat) and 
invocation {do ’a) or zikir. In addition to the five times obligatory prayers {shalat 
fardhu) required of all Muslims, the leaders were observing sunnah rituals such as 
Tahajjud, Dhuha, and voluntary fasting.
A company can promote worship or rituals among the employees, for example, by 
arranging a programme of worship in the office on a regular basis (Ingersoll, 2010). 
In line with this idea, the company in the first case has a number of regular 
programmes aimed at all employees, namely weekly sermons or Islamic study circle 
and ‘Morning Invocation.’ In the second case, the company arranges a number of 
regular programmes, i.e., monthly Islamic study circle which was guided by qualified 
ustadz, dawn prayers at the mosque, prayer in congregation, and Ramadan 
programmes such as tadarus (reciting the Qur’an in groups). In addition, the leader
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and the employees join the monthly zikir held by ulama from outside the company. 
Every year the company sends employees to perform hajj and umrah. In the third 
case, in addition to obligatory prayers, the leader and all participants observe 
voluntary prayers such as Tahajjud and other voluntary worship such as zikir, 
voluntary fasting, and reading the Qur ’an regularly.
9.4.5. Other Elements of Spiritual Leadership
This study found new themes that were not mentioned in Fry’s spiritual leadership 
theory, at least explicitly. However, these themes will be discussed for the reason 
that in some literatures (e.g., Ather & Sobhani, 2007; Beekun & Badawi, 2009; 
Fairholm, 2011; Kriger & Seng, 2005) they are considered as a part of spiritual 
values. These themes were (1) the leader as a role model, and (2) sincerity (see 
Theme 3.5 in Appendix 5).
Fairholm (2011) stated that the best way of creating spiritual leadership is by 
example. He argued that the first task of spiritual leaders is teaching and the 
fundamental teaching tasks are modeling desired behaviour and change of attitudes 
and actions. A leader not only develops a vision for empowering others, but must 
model the way (Beekun & Badawi, 2009). The actions of a leader are then to be 
replicated until internalized by the other individuals in the community, and 
consequently the importance of the leadership role model in Islam is therefore 
critical to the welfare of both the individual and the community (Kriger & Seng, 
2005). According to Sujism, the mystical dimension of Islam, a spiritual leader is a 
reflection of the Divine, who provides a role model to be emulated by the followers 
(Kriger & Seng, 2005).
The conception of a spiritual leader as a role model was supported by research 
findings in all cases. In the first case, some participants explicitly describe their 
leader as a role model while other participants confirm that he is a person who 
regularly provides exemplary behaviour, although they did not explicitly refer to the 
term ‘role model.’ As described in Section 6.5.3.5, this leader has a characteristic
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which is called ngemong (consists of three nurturing components: providing 
affection, caring, and teaching and modeling).
Similarly, the participants in the second case confirm their leader as a person who 
regularly provides exemplary behaviour in many aspects, although they did not 
explicitly refer to the term ‘role model.’ The participants say that their leader is a 
prime example in regards to the obedience to religious teachings. This leader 
believes that to motivate others to change for the better, a leader must transform or 
change himself first.
It has been noted that the leader in the third case not only serves as the CEO of a 
business organization but also as an ustadz (religious teacher). In addition, he holds a 
position in the highest leadership structure of Hidayatullah. Hence, especially in 
terms of spirituality, it may be explained that his position as a role model becomes a 
necessity. In addition to being a reference and source of religious teachings, the 
leader provides exemplary attitudes and behaviours at work. Apart from his position 
as a role model, the leader also refers to examples of attitudes and behaviours of the 
Prophet and his companions as he motivates and inspires the employees. This is also 
in line with the teachings of Islam that the Prophet is the perfect example (uswatun 
hasanah) for Muslims (Beekun, 2012). One verse in the Qur’an says, “You have 
indeed in the Messenger of Allah a beautiful pattern (of conduct) for any one whose 
hope is in Allah and the Final Day, and who engages much in the Praise of Allah” 
{Qur'an, 33:21).
Regarding sincerity, the Qur’an urges people to be sincere, such as in Chapter 98:5, 
“And they have been commanded no more than this: to worship Allah, offering Him 
sincere devotion, being true (in faith), to establish regular prayer; and to give zakatT 
The meaning of sincerity here is interpreted from the perspective of Islamic 
teachings. In other words, it would be closely related to one's relationship with God. 
Sincerity {ikhlas) is to do everything, internally and externally, only desiring the 
pleasure of God. It is to forget the eyes of the people, and whether they see your 
deeds or not, with the only thing on your mind that God is watching you, and you
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only expect a reward from God. The reward is not particularly materialistic. In terms 
of leadership, an Islamic leader must be sincere enough to achieve the objectives of 
an organization (Ather & Sobhani, 2007; Branine & Pollard, 2010).
The leaders and the study participants of all cases confirm the importance of 
sincerity. Consistent with the general definition of sincerity {ikhlas), they understand 
it as the intention to work only because of God and only hope for His rewards. All 
human activities should be directed to seek the pleasure of God. In work context, one 
manifestation of sincerity is to consider the rewards obtained as a part of sustenance 
provided by God as a return for one's worship. Work is not aimed to pursue the 
materialistic goals but to look for “a pleasure {ridha) of God.” In line with this, a 
committed Muslim employee at any organizational level should perform her/his 
work with the realization that God is watching her/his behaviours, even if the leader 
is not around (Beekun & Badawi, 2005).
Sincerity was also seen as an indicator of one's spirituality. It was emphasized that 
sincerity is a trait that should be possessed by every Muslim. However, it is obvious 
that in real life not everyone shows this attribute. It was realized that maintaining this 
value is not an easy task. Therefore, the leaders in the first and the second case said 
that they consciously cultivate this value towards themselves and their employees.
As mentioned above, some literature includes the idea of a leader as a role model and 
sincerity as spiritual values of a spiritual leader. The findings of this present study 
support this conception. However, more research on their relationship with spiritual 
leadership is needed.
9.4.6. Spiritual Well-Being
The expected impact of the manifestation of spiritual leadership is spiritual well­
being (Fry, 2003, 2008, 2013; Fry et al., 2011). Spiritual well-being is indicated by at 
least two aspects, i.e., “calling” and “membership” (Fry, 2003, 2008, 2013). 
Similarly, Giacalone and Jurkiewicz (2003) present two primary aspects of
277
workplace spiritual well-being, i.e., a sense of transcendence or calling and a need 
for social connection or membership.
Spirituality provides employees and managers with a deeper sense of meaning and 
purpose at work (Karakas, 2010). Reave (2005) argued that when work is seen as a 
calling, it becomes more meaningful, and this increases productivity and employees’ 
commitment. Karakas’s (2010) review on research on the relationship between 
spirituality and performance found that productivity and performance increases as a 
result of deeper meaning at work, as well as support for the notion that spirituality at 
work can provide employees with a sense of meaning and purpose. Things that really 
motivate people in the workplace are not a bonus or the like but making a meaningful 
contribution to self and to others through doing work (Fairholm, 2011).
According to Ashar and Lane-Maher (2004), the concept of work as vocation or 
calling—which is clearly distinguished from the notion of work as career—illustrates 
well the applied characteristic of spirituality. Calling is the aspect of spiritual well­
being that gives one a sense of making a difference and, therefore, that one’s life has 
meaning (Fry, 2013). Calling goes beyond a sense of professional commitment to a 
certain line of work (Markow & Klenke, 2005). As an experience of transcendence 
(Fry et al., 2011), calling comes from a clear and compelling vision of service to key 
stakeholders (Fry, 2013). In this current study, calling was indicated by two sub­
themes, i.e., ‘work makes a difference in people’s live’ and ‘work is meaningful.’
A sense that one could make a meaningful contribution to himself and to others 
through his work (Fairholm, 2011; Fry, 2003, 2008; Karakas, 2010) was supported 
by the findings in this current study. In all cases, transcendent visions of the leaders 
have created a sense of calling, in which both the leaders and the followers believe 
that their work have the purpose or meaning and it has the significance for them. In 
this respect, they perceive working as worship to God. Hence, work is seen as having 
a higher purpose than just earning money, salary or other materialistic goals. In 
addition to the worship of God, working was also seen as a means to benefit others.
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Essentially, the participants relate this to religions values and teachings that they 
should provide the most benefit for as many people as possible.
More specifically, the participants in all cases believe that their jobs have provided 
positive impacts to others: their family, co-workers, customers, and other people. To 
emphasize this, the leader in the first case refers to an often-quoted hadith of the 
Prophet which says, “The best of men are of those who provide the most benefit.” In 
the second case, the participants also perceive their jobs as a means to build and 
maintain friendship {silaturrahim) with fellow employees. In relation to the vision of 
dakwah, the participants in the third case believe that their job of doing dakwah 
through the media may bring positive impacts on the attitudes and behaviours of the 
readers. They believe that their key mission is to be able to provide benefits for 
others.
Another expected impact of spiritual leadership is a sense of membership. Reave 
(2005) argued that when leaders recognize employee contributions, employees feel 
better about the organization, they feel more of a sense of community or 
membership, and they are more likely to show loyalty to the organization and 
continue to contribute. Leadership research shows that appreciation has a powerful 
effect on motivation and performance (Reave, 2005). Membership is an aspect of 
spiritual well-being that gives one a sense of belonging and being understood and 
appreciated, which is created by altruistic love (Fry, 2008; 2013). In terms of 
workplace spirituality, most spiritual or religious teachings urge the appreciation of 
others as fellow creations of God worthy of respect and praise (Reave, 2005). Reave 
(2005, p. 677) argued fiirther that “Praise of God’s creation is widely considered to 
be a means of prayer, so appreciating others may similarly be considered an 
expression of gratitude not only to individuals but also to God.”
This research found that membership was identified in the participants’ descriptions 
of how the leaders and the organizations give appreciation of people and their work, 
show respect to the employees or value every individual as a person, and how they 
feel highly regarded by the leaders. In the first and the second cases, the participants
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acknowledge that the company had appreciated the employees and their work. In 
addition to material rewards, ample opportunity to learn, self-development and to 
express ideas freely, were regarded as exceptional appreciation. In the third case, a 
sense of being appreciated by the leader and the organization was also evidenced, 
particularly in terms of non-material rewards. The participants also feel appreciated 
due to the company policy that gives them flexibility and a wide opportunity to 
perform a variety of activities inside and outside the company.
In terms of the opportunity for self-development, spiritual leadership literature states 
that a leader should be committed to the development of others for he/she realizes 
that the success of the organization rests on the capabilities and commitment of 
employees (Ferguson & Milliman, 2008). Similarly, Fairholm (2011) stated that one 
of leadership function in spiritual leadership perspective is a focus on follower 
continuous improvement. In line with these ideas, the findings of this study show that 
the leaders provide a wide opportunity for the employees to leam through formal 
education, training programmes, or job assignments.
According to Reave (2005), demonstrating respect for others is an important spiritual 
practice. She also states that respecting the values of followers creates empowerment 
and sustainability. Research shows that respect for employees increases their job 
satisfaction and performance, increasing length of tenure with organization 
(Jurkiewicz & Giacalone, 2004). In line with this, it was found that the leader in the 
first case shows respects for the opinions and ideas of the employees. In fact, it has 
become an organizational culture. It was shown that “sincere respect” from the leader 
makes the employees feel valued.
Similarly, the findings from the second and the third cases indicate the leaders’ 
respect for their employees, customers, and other people. In the second case, an 
atmosphere of “mutual understanding and mutual respect” was created in the 
company. In the third case, respect seems to stem from religious values that 
emphasize an egalitarian relationship among fellow human beings. In addition.
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brotherly relations and strong ties among fellow employees have contributed to 
mutual respect.
9.4.7. Individual and Organizational Outcomes of Spiritual Leadership
Reave (2005) argues that spiritual leadership values and practices cause leaders to be 
judged as more effective by both their peers and their subordinates, which in turn 
enhanced performance. Furthermore, they have been proven to be linked with 
increased worker satisfaction and motivation, greater productivity, greater 
sustainability, and enhanced corporation reputation, which in turn have all been 
linked to increases in the bottom line of profits (Reave, 2005). According to Fry 
(2003, 2008, 2013) spiritual leadership results in spiritual well-being which in turn 
affect individual and organizational outcomes. In this current study, three outcomes 
were found, i.e., organizational commitment, productivity and efficiency, and 
satisfaction.
Martinez and Schmidt (2005) argue that one tangible benefit of effective spiritual 
leadership for organization is the commitment of organizational members to the 
organizations and its mission. The study of Dehaghi et al. (2012) found a relationship 
between spiritual values and organizational commitment. Organizational 
commitment is defined here as “the degree of loyalty or attachment to the 
organization” (Fry, 2008, p. 118). The findings of this study demonstrate that the 
participants’ spiritual well-being has positive impact on individuals and 
organizations. A strong organizational commitment was evidenced in the form of a 
feeling like a part of family, loyalty to the organization, a strong sense of belonging, 
and a sense of pride in the company.
In particular, the participants of the first case describe working relationships in the 
company as the relationship within a family. It makes them feel very comfortable. 
The feelings of being a part of the family were also expressed in the willingness to 
help each other in different departments. In the second case, the participants confirm 
that the relationship between leaders and employees and among employees in their 
company was characterized by flexible and informal interactions. The leader in the
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third case explicitly says that “They are not just co-workers, but we are family.” 
Furthermore, it was evidenced that there were a strong ukhuwah {brotherhood) 
among organizational members. An atmosphere of openness also contributed to 
employees’ feeling that they are part of family. A unique pattern of distribution of 
the magazine (see Section 8.5.7.1) was believed to contribute to strengthen this sense 
of being a part of the family.
Organizational commitment was also manifested in the form of loyalty to the 
organization. It was indicated by, amongst other things, a reluctance to accept the 
offer to move to another company and by the length of service in the company. 
Participants felt that they already have a conducive and comfortable work 
environment. In the first case, the attention and treatment by the leaders, especially 
the CEO, of their employees was believed as a contributing factor to employees’ 
loyalty. Another form of loyalty was showed in the willingness to work beyond 
office hours and a normal work day. It was shown in the third case that employees’ 
loyalty was also due to the appreciation that they get, especially non-material 
rewards, in addition to the feeling that they had found in the dakwah calls in their 
job.
In the second case, another expression of loyalty was evidenced in the willingness to 
support the leader’s vision to make the company a “spiritual company” that will be 
able to operate globally. In the third case, loyalty was demonstrated by completing 
the instruction from the higher leadership of the organization and accepts it as an 
amanah (trust).
Furthermore, in all cases, a strong sense of belonging was partly evident from their 
willingness to work beyond their duties. In particular, the leader in the first case 
wants to ensure that all employees have a sense of belonging to the company. 
Similarly, the leader in the second case believes that realizing company’s vision 
requires a strong sense of belonging of all organizational members. To describe this 
strong sense of belonging, the participants in the first case suggest that the employees 
have been transformed into a “militant” in their jobs. As discussed in Section 6.5.3.2,
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“militant” refers to employees’ extra effort or, for some participants, it means 
“working far beyond the call of duty.” It was found that a strong sense of belonging 
was also due to employees’ involvement in decision-making. In the third case, the 
finding suggests that the motivation to work in the organization was to contribute to 
dakwah. In turn, this had affected other aspects of employees’ attitude such as 
commitment and job satisfaction. The working environment which was based on the 
spirit of togetherness, openness and egalitarian mode of interactions also cultivate a 
sense of belonging.
Another element of organizational commitment is feeling proud of the company. 
This was expressed, either explicitly or implicitly, in the first and the second case. In 
the first case, the participants confirm that a sense of pride was often not recognized 
but it was felt when people considers the company as a great company. In the second 
case, the acknowledgment of the company as a “religious corporation” contributed to 
this feeling.
According to Fairholm’s (2011) perspective of spiritual leadership, spiritual leaders 
have two goals: continuous improvement of workers and productivity. However, in 
an empirical review of spirituality and leadership. Dent et al., (2005) stated that there 
were some debates about whether workplace spirituality leads to increased 
productivity or profitability. They stated that some authors note that spirituality, by 
definition, is anti-materialist or an antithesis to materialism. On the other side, 
although an increase in spirituality may prevent an individual undertaking a 
particular work, it seems that there is a great promise that he/she will work more 
efficiently because it is consistent with her/his spiritual principles (Dent et al., 2005). 
This study found that productivity and efficiency were indicated in a number of 
aspects, i.e., give one’s best effort, work quality as a high priority, productive and 
efficiency in producing results, benefits, or profits.
Consistent with Fairholm (2011), who argued that spiritual leaders seek to create 
climate in which both leader and led bring forward their best, the leader in the first 
case was recognized as always instilled the value to provide the best in work. The
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participants reveal that giving the best, either for the company, the customers, or 
other people, is the duty of all Muslim to God. It was also an exemplary character of 
the Prophet. This is consistent with the concept of Ihsaan (benevolence) in Islam, 
which also means excellence (Beekun & Badawi, 2005). Through this concept, 
Beekun and Badawi (2005) said that Islam stresses not only productivity but also 
excellent at work. Furthermore, priority to work quality was shown by one of the 
work principles, i.e., 'bekerja secara berkualitas’ (work in quality), while the 
principle of 'bekerja secara tuntas' (work until completed) emphasized the 
importance of working productively.
In terms of giving their best effort, participants in the second case confirm that their 
leader always motivates the employees to create customer satisfaction. They also 
mention the importance of discipline as a form of responsibility to give the best 
results. They believe that one of the consequences of viewing work as worship was 
that “you're not going to do it carelessly” because everything they did is under God’s 
supervision. A high priority on work quality was also evidenced. It was reflected in 
the attitude that promotes professionalism. It was believed that this should go hand in 
hand with a commitment to observe ritual worship. In regard to productivity, the 
leader said that everyone in the company should demonstrate their professionalism 
and they must be committed to Key Performance Indicators.
In the third case, the leader encourages everyone to demonstrate their best 
performance and show their discipline in their jobs. He believes that one should 
always work in a professional manner as he or she is always under God’s 
supervision. Organizational members are encouraged to provide the best service to 
the community. A great attention to quality was also revealed as working 
professionally to maintain the quality of work. Furthermore, the participants reveal 
the importance of the efficient and productive work process. In regards to religious 
teachings, the leader often gives examples of how productive the Prophet and the 
companions were. They believe that Islam teaches that wastefulness or inefficiency 
must be avoided and it is considered as a misdeed.
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Leadership practices based on spiritual values are also expected to lead to one's sense 
of subjective well-being or satisfaction with work or life as a whole (Fry, 2003, 
2008). Research conducted by Gupta et al. (2013) in India, for example, found that 
workplace spirituality positively influences employees’ satisfaction. This satisfaction 
can be seen for instance from employees’ perceptions that their life conditions are 
excellent and from their general satisfaction with the job and their life as a whole. 
However, the general satisfaction with the job and their life as a whole was revealed 
more clearly in this current study. With a few exceptions, this study found that the 
participants were satisfied in their work and their lives as a whole. The findings also 
reveal that they have obtained important things they wanted in life. Furthermore, the 
findings support the proposition that participants’ satisfaction stem from a sense of 
membership (that they are appreciated) and a sense of calling (that they have a 
purpose and can make a difference for others).
More specifically, in the first case, at the individual level the participants were 
satisfied with their job and with life as a whole, although the latter was not expressed 
explicitly. There were a number of factors contributing for their satisfactions. They 
felt comfortable in the interactions with the leaders and colleagues. The comfort and 
happiness of working in the company were an important factor as well. Other 
contributing factors to the satisfaction were the opportunity for self-development as 
well as the opportunity to provide benefits for the company and for others.
In the second case, the participants feel that they already have what they need, in 
terms of both material and spiritual needs. Perceived satisfaction was mainly due to a 
sense of being appreciated by the leader and by the company as well as work 
environment that aligns professional job with the opportunity to worship God. Such 
an atmosphere makes them feel comfortable. In other words, their satisfaction was 
influenced by a sense that they have purpose in life, as mentioned above. It can be 
concluded that they have obtained the important things they want in life since their 
main aspirations to work for a living for the family, to be able to worship properly 
and to give benefit to others, have been realized by working in this organization.
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In the third case, the participants were satisfied in their job as well as their life in 
general. Apparently, the perceived satisfaction was due to the feeling that they have 
had a meaningfiil and beneficial work for their families and others. The appreciation 
from their leader and the company also give rise to a feeling that they receive what 
they need. Furthermore, they have experienced the fit between organizational vision 
and mission and their personal vision and mission. Other contributing factors to 
satisfaction were the opportunity to inspire others through dakwah media, the 
atmosphere of brotherhood and kinship which “cannot be valued by money”, and 
extensive worship opportunities. It may be explained that non-material rewards have 
a major contribution to satisfaction. Furthermore, it can be concluded the participants 
basically have obtained the important things they wanted in life as they had realized 
their aspirations to get a job that allows them to perform religious worship freely as 
well as to provide their family.
9.5. Overall Conclusion
This current research has provided useful insights into the phenomenon of spiritual 
leadership manifested in Indonesia Muslim culture. It contributes to the related 
literatures by providing examples of the application of spiritual leadership in this 
underrepresented context. In addition, in contrast to many spiritual leadership studies 
that utilized quantitative research, the contribution of this study lies in its efforts to 
explore the meaning of spirituality thoroughly. The endeavour of this study to 
understand the business philosophy of the leaders through their vision and definition 
of success has seldom been explore by previous studies. Of equal importance, this 
study also found new aspects of spiritual leadership that has not been revealed in 
previous studies on spiritual leadership, for example, the leader as a role model, 
sincerity as the characteristics of the spiritual leader, and the perception of leaders 
who view their leadership status as a trust. This section draws conclusion obtained 
from the empirical investigations and the analysis of the literature review.
It can be concluded that in their conception of spirituality, the leaders in this study 
perceive spirituality as an idea that cannot be separated from the religion. Hence, 
spirituality is perceived as religious spirituality, with the interconnection with God as
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the most important element. At the same time, the leaders agree that spirituality 
should not be interpreted narrowly as observing rituals. They believe that the true 
meaning of spirituality is reflected on human’s deeds to provide the maximum 
benefit to human beings and other living beings. The leaders’ conception of 
spirituality was derived completely from their religious beliefs (i.e., Islam). This may 
be explained by the fact that for a Muslim, particularly a practising Muslim, Islam as 
a religion is a complete way of life.
This present study found that the leaders interpret spiritual leadership as the values, 
attitudes and behaviour of leaders that refer to religious values. They believe that 
spiritual values are the most effective, powerful, and the most ethical values that 
leaders can use in their leadership practice. In addition, this study indicated that, in 
line with the key concept in Islam, a spiritual leader will always see his leadership 
status as a trust {amanah) from God. The devotion to God was regarded as the 
primary motivation of their leadership. It was also found that a spiritual leader was 
perceived as an obedient and devout leader who maintains her or his closeness to 
God and following the example of the Prophet.
Regarding the vision, this study indicated that in the first two cases, the leaders’ 
vision was not always reflected in organizational vision and mission statements. It 
can be concluded that, whilst the leaders’ personal vision reflects their appreciation 
of spirituality, the documented vision and mission statements do not explicitly show 
this aspect, at least in the sense of spiritual values. However, the leader’s visions as 
well as organizational vision in the third case both strongly reflect a sense of 
spirituality.
In regard to the meaning of success, this study found that in defining success, the 
leaders show a strong orientation to religious values or an appreciation of religious 
teachings. Success is defined either as a journey, showing the obedience to God by 
observing religious teachings in all aspect of life, to be beneficial for others, to 
achieve salvation in the world and the hereafter, or realizing the objectives of 
dakwah. Furthermore, the leader in the first case believes that a successful spiritual
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leader has “holistic success,” i.e., a successful leadership in the workplace, in the 
family, and as a servant of God.
In regard to decision-making style, this current research suggests that the leaders 
apply a consultative approach. However, whilst the Islamic scholars clearly refer 
consultative decision making (shura) to the Qur’an, it was not clear that this choice 
of decision style of the leaders in the first two cases directly comes from their 
religious values or beliefs. On the contrary, it can be concluded from the findings of 
the third case that the choice of decision making method was influenced by religious 
values. In addition to applying the shura, the leader clearly stated that the decisions 
are often made through istikharah prayer, i.e., by involving God in making important 
decisions. Whilst it may be explained that as practising Muslims the first two leaders 
also refer to Islamic teachings in decision making, the effect of a leader’s spirituality 
on decision making is beyond the scope of this study.
This study found that in growing spirituality and religious values among the 
employees and to other people, the leaders apply a variety of methods, as it has been 
identified in the literatures. The examples were regular Islamic study circle, writing 
books, and encouraging prayers in congregation at the mosque. It can be concluded 
that the leaders incorporate spirituality to transfer spiritual values and encourage 
organizational members to adopt and apply the same values in the workplace. The 
leaders also believe that this task is a leader’s obligation which must be accounted 
for before God.
The relationship between spirituality and employees’ positive attitude is well 
justified in workplace spirituality literature. It has been suggested that spirituality 
may positively affect organizational performance. It can be concluded from this 
study that spiritual leadership practices could influence the development of positive 
attitudes and motivation to do the best, which in turn would have positive impacts on 
individual and organizational performance. It may be explained that in terms of 
spiritual values, value alignment between organization and its employees and 
employees’ attitudes results in increased employees’ commitment which in turn may
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positively affect performance. Furthermore, demonstrating professionalism in their 
jobs and striving to provide the best in every aspect of work was understood as a part 
of religious teachings. It was reflected a high levels of workplace spirituality which 
were believed to have positive effects on employee motivation which in turn may 
positively affect performance.
The findings from all cases suggest that Fry’s Spiritual Leadership Theory is 
generally applicable to Indonesian Muslim culture. It can be concluded that in 
motivating the employees, the leaders’ vision was perceived as a clear and 
convincing vision, producing a strong commitment to the vision, and inspiring the 
best performance. Furthermore, the strong hope and faith in the realization of 
company’s vision and objectives are basically derived from spiritual values which 
refer to the faith and closeness to God. This strong hope/faith motivates 
organizational members to do whatever it takes and show perseverance and 
enthusiasm to realize the vision. The values of altruistic love were derived from the 
appreciation of religion through regular performance of religious practices. The study 
found that inner life was the main source of spiritual leadership. Spiritual practice 
was regarded as an essential element of spiritual leadership. It cannot be separated 
from working lives. It is positively influences hope and faith, the formulation of 
vision, and strengthens the appreciation and application of altruistic love.
The applicability of Western Spiritual Leadership Theory (as represented by Fry’s 
Spiritual Leadership Theory) to non-Western, in particular Indonesian Muslim 
culture is one purpose of this present study. This research is important for the reason 
that it provides examples of spiritual leadership practices in three different cases in a 
new context, which relatively has not been explored in previous studies on spiritual 
leadership.
As noted in Sections 4.2 and 4.3, Fry’s model of spiritual leadership or other Western 
spiritual leadership theories, were studied more in secular settings, which separate 
working life from religious beliefs and practice. Furthermore, Fry’s spiritual 
leadership theory was also claimed as the only such model that has been tested in
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diverse countries in Europe, United States and Asia (Fry, 2013). However, Chen et 
al. (2012) argue that there still remain questions to be answered, particularly 
regarding the universality-generalizability of spiritual leadership. They said further 
that Fry’s model calls for further studies involving cultural validation.
The contribution of this present study is providing examples of the application of 
Fry’s Spiritual Leadership Theory in a Muslim culture, within religious-based 
conception of spirituality. In addition, this study looked at the meaning of spirituality 
thoroughly from the leaders. Similarly, understanding the leaders’ visions and their 
perception of success provide another significant contribution, as this issue has been 
beyond the scope of many quantitative studies on spiritual leadership. Of equal 
importance, this study also found new aspects of spiritual leadership such as the 
leader as a role model and sincerity as an essential characteristic of the spiritual 
leader. However, there are some important observations regarding the application of 
this model in a Muslim context. In other words, the application of Fry’s spiritual 
leadership theory in a particular religious or cultural context needs to be carried out 
cautiously. This study clearly shows that Fry’s model of spiritual leadership or other 
‘secular’ models can be applied with some adjustments.
Firstly, in Fry’s model and other models of spiritual leadership, spirituality is 
basically seen as a ‘neutral’ concept; in the sense that spirituality can be associated 
with religion or entirely separate from religion. This study shows clearly that in the 
context of Muslims in general, it is more appropriate to define spirituality as 
religious spirituality. In the context of Islam, this study clearly shows that the 
meaning of spirituality cannot be separated from religion. In fact, for some religious 
adherents, spirituality is identical with religion. Spirituality should be interpreted as 
religion-based spirituality, in which the interconnection with God and relationships 
with fellow human beings are the main elements. For a Muslim, either he/she is a 
practising Muslim or non-practising Muslim, religion or religious values have always 
been a main reference, at least in normative sense. For Muslims, Islam is not just a 
'religion' which is commonly associated with rituals and religious institutions, but
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also a complete way of life. In addition, as a religion, Islam is built upon complete 
submission to God.
Secondly, closely related to the conception of religious spirituality, inner life is an 
essential element in shaping a person to become a spiritual leader. Although it is 
mentioned in Fry’s model as a source for elements of spiritual leadership, this 
element does not receive adequate attention, including in previous studies on 
spiritual leadership. In addition, examples of how the inner line is associated with 
spiritual leadership were not extensive in previous studies. In this regard, this present 
study contributes by providing important findings that, in the context of Indonesian 
Muslim culture, inner life which is manifested in religious practices was a main 
source of values for spiritual leaders who practices spiritual leadership, as well as for 
the followers. These manifestations were found in all of three cases.
For a Muslim, Islamic teachings comprise of mandatory and voluntary religious 
practices. When they are sincerely observed, they will lead to a transcendence 
experience or closeness with God and to actions that bring God in all aspects of life. 
Ritual worship is an inherent part in everyday life, particularly in the context of 
Muslims in Indonesia, where religious traditions are still followed by the majority of 
religious adherents. For example, whether in public or private offices, educational 
institutions, or other institutions, we can generally find a particular place (such as a 
prayer room) for ritual worship on a regular basis. This spiritual practice becomes a 
method to maintain a vertical relationship with God and to preserve values (i.e., 
altruistic love), hope as well as faith. Hence, inner life or spiritual practice element 
needs to get a greater attention if Fry’s model or other models of spiritual leadership 
is to be applied in the Muslims context.
Finally, through Template Analysis, this current study provided another important 
contribution. It found two new themes which were not mentioned explicitly in Fry’s 
spiritual leadership theory, i.e., the leader as a role model and sincerity. However, 
some literatures considered these concepts as a part of spiritual values. In a Muslim’s 
leadership context, these two values become an integral part of spiritual leadership.
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as shown in this present study. The leaders’ attitudes and behaviours as a role model 
were indicated for example in the character of nurturing, in providing exemplary 
behaviours regularly, inspiring others spiritually, and being a reference and sources 
of religious teaching. Furthermore, sincerity {ikhlas) was interpreted as the intention 
or motivation to work only because of God and only hope for His rewards. These 
two new themes offer further advancement of scholarly knowledge concerning 
spiritual leadership model. However, whilst some literature includes the idea of a 
leader as a role model and sincerity as spiritual values and this current study support 
this conception, more research on their relationship with spiritual leadership are 
needed to validate these concepts. In other words, these themes should be mentioned 
more explicitly in every model of spiritual leadership, particularly those who adopt a 
religious spirituality perspective.
Based on the above explanations, this study contributes to spiritual leadership theory 
development by providing a new conceptual framework on which future studies of 
spirituality and spiritual leadership in religious context (i.e., Islam) may be based. 
Evidence to support this conceptual framework has emerged in this present research 
(Chapter 6 to Chapter 8).
9.6. Limitations of the Research
The research provided thorough insights into a spiritual leadership phenomenon in a 
new context with some new themes. It explored the application of Western spiritual 
leadership model by comparing the literature with empirical findings. It was found 
that this model can be applied generally in Muslims culture but with some important 
adjustments. Despite its contributions, this study has its limitations, as with all 
studies. They mainly refer to the scope of the study and methodology.
This current research has found a sense of spirituality in the leaders’ vision, as 
evident in all three cases. However, to what extent spiritual leaders involve 
organizational members across different organizational levels in the formulation of 
vision has not been investigated. It is useful to have this information since
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employees’ involvement in vision formulation is believed to have positive 
correlation with acceptability and commitment to vision.
As noted in the overall conclusion, this study has demonstrated the impacts of 
spiritual leadership on individuals and organizations, such as organizational 
commitment and individual performance. Nevertheless, as implied in data collection 
methods and Template Analysis, the exploration on these impacts was carried out 
only in terms of qualitative responses. Furthermore, other organizational outcomes 
proposed in Fry's Spiritual Leadership Theory such as corporate social responsibility 
and financial performance, have not been investigated. Hence, the findings about the 
impacts of spiritual leadership were not conclusive.
As discussed in Section 5.4.1, literature suggests the use of qualitative research in 
research on leadership, especially spiritual leadership. Furthermore, some scholars 
recommend the use of case study method. On the other side, most of the research on 
spiritual leadership, particularly those that apply Fry's Spiritual Leadership Theory, 
have utilized a quantitative approach. Therefore, although the results of the 
qualitative research could have been compared to previous quantitative studies, 
comparability was limited, mainly due to the different method and context of this 
current study.
The researcher’s background may also have affected the quality of the study. On one 
side, my position as a Muslim helps to understand the context of the study more 
clearly and to understand how the participants construct their ideas about spirituality 
and spiritual leadership. However, on the other hand, this position may restrict a 
critical perspective towards the participants’ perceptions and point of views.
9.7. Recommendations for Future Research
This study reveals a number of insights on the implementation of spiritual leadership 
in a relatively underrepresented context, i.e., Muslim culture. However, as research 
in this context is still relatively limited, I recommend replication research on this
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area. More research on this topic needs to be undertaken if the phenomenon is to be 
better understood.
This study reveals two new themes, i.e., the leader as a role model and sincerity. 
Even though they were found in all of three cases, these themes require further 
investigation in research on spiritual leadership. In addition, to clarify whether these 
themes are related to the practice of spiritual leadership in a variety of different 
contexts, it needs to be made clear whether these themes overlap with other themes 
of altruistic love, vision, and hope/faith as proposed in Fry's Spiritual Leadership 
Theory.
Although this current study has revealed some possible impact on the bottom line for 
spiritual leadership (i.e., organizational commitment, productivity, and satisfaction), 
this study does not use quantitative measures. Moreover, other impacts proposed by 
Fry (2008, 2013), i.e., corporate social responsibility and financial performance are 
beyond the scope of this study. Therefore, to have a complete picture and to validate 
this model further, this is a topic that may be investigated in future research.
As described in the overall conclusion, this study contributes to the role of inner life 
in spiritual leadership model. Since it has not been much revealed by previous 
studies, future spiritual leadership research focused on this element is strongly 
recommended, either in the same Muslim context or in different contexts.
Furthermore, as noted in conclusion, spiritual leadership model that focuses on 
religious spirituality is more relevant in particular religious contexts. However, 
research of this kind has been limited. While this study has contributed to provide an 
example of the implementation of spiritual leadership based on religious spirituality, 
future research with more focus on religious spirituality is therefore suggested.
9.8. Practical Implications
This study and its findings have at least four main practical implications, particularly 
for Indonesian Muslim business leaders. Firstly, increase organizational leaders’
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awareness of positive individual and organizational outcomes of spiritual practices to 
promote spirituality and spiritual values in organizations. This study provides 
significant insights to improve individual and organizational performance through 
spiritual leadership practices, not only at the top level but at all managerial levels. 
Secondly, encourages the leaders to create a clear alignment between their spiritual, 
personal visions and organizational vision and mission statement. Thirdly, provides 
insights to the leaders to acknowledge the essential role of inner life if they wish to 
apply spiritual leadership. Finally, provides insights to the leaders and aspiring 
leaders about (a) the applicability of spiritual leadership in such a non-secular 
context and (b) the incorporating spirituality in leadership training.
To ensure that leadership will produce the effectiveness of the organizational goals, 
leaders need to evaluate their leadership practices. Particularly in the context of 
spirituality, this study shows positive impacts of spiritual leadership practices as well 
as some areas of improvements. Leaders who perceive spiritual leadership as the 
values, attitude and behaviours of the leaders that refer to religious values, may find 
that their spiritual leadership practices are likely to produce positive individual and 
organizational outcomes. The spiritual leaders then need to promote spirituality and 
spiritual values to their employee at all organizational levels. Furthermore, the 
leaders may apply a variety of methods to promote spirituality and religious values 
among organizational members, such study circle, encouraging prayers, and 
spirituality training.
In addition, although this study only reveals the leadership practice at the top level, 
the findings of this study and other literatures on spiritual leadership suggest that this 
leadership model is applicable to all levels of organizational leaders. The application 
of spiritual leadership at all levels is also supported by the findings that incorporating 
spiritual values need to be done continuously by consistently providing exemplary 
attitude and behaviours to the employees, including those at the lowest level of 
organization.
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While the leaders’ personal visions show their appreciation of spirituality, they need 
to ensure that a sense of spirituality is not only reflected in the personal vision of the 
leaders but also expressed more explicitly in the organization's vision and mission 
statements. Spiritual leaders could accomplish this by reviewing existing 
organizational vision and mission statements to check their consistency with leaders’ 
vision which reflect a sense of spirituality. This endeavour may improve the clarity 
of the vision and the alignment between organizational values and its vision which, 
in turn, promote a higher satisfaction and organizational commitment.
For the leaders and their followers, the inner life or spiritual practice is the main 
source of spiritual leadership that cannot be separated from working lives. It is 
positively influences hope/faith, the formulation of inspiring vision, and reinforces 
the appreciation and application of altruistic love.
The examples of spiritual leadership practices in this study show the applicability of 
this leadership model in a non-secular context such as Muslim culture. The research 
findings provide new insights to the people of other faiths in proper understanding of 
Muslim leaders’ perspective on spirituality and spiritual leadership. However, the 
leaders and aspiring leaders who wish to apply spiritual leadership in such a context 
needs to consider some factors, i.e., (1) to look upon spirituality as religious 
spirituality, (2) the awareness of inner life as an essential element in shaping 
spirituality and spiritual values of the organizational members, and (3) concern of a 
variety of a spiritual leader’s characteristics which is relevant to the cultural and 
organizational contexts (such as sincerity).
Finally, this study provides insights that may reinforce the findings of previous 
studies, for example the study of Green et al. (2012) and Wharff (2004), which 
suggest that incorporating spirituality in leadership training is a promising option in 
developing future business leaders. In this respect, based on the findings of this 
study, it is important to note that the involvement of the top leaders is essential for 
ensuring training effectiveness.
296
REFERENCES
Abe, B. (2009). Bhakty Kasry: Applying spiritual management. Retrieved from 
http://www.thejakartapost.eom/news/2009/08/19/bhakty-kasry-applying- 
spiritual-management.html on 9* May, 2013.
Agung, A. M. L. (2009). Spiritual leadership: Kiat sukses membangun bisnis unggul. 
{Spiritual leadership: The art o f building competitive business successfully). 
Jakarta: Penerbit Gagas Bisnis.
Al-Attas, S. M. N. (2010). Islam dan sekularisme {Islam and secularism). Bandung: 
Insitut Pemikiran Islam dan Pembangunan Insan {The Institute o f Islamic 
Thought and Human Development).
All, A. J. (2005). Islamic perspectives on management and organization. 
Chentelham, UK-Northampton, USA: Edwar Elgar.
Al-Mawdudi, A. A. (n.d.). Islamic way of life. Retrieved 15 June 2010 from 
www.islambasics.com.
Ali, A. J., & Gibbs, M. (1998). Foundation of business ethics in contemporary 
religious thought: The ten commandment perspective. International Journal o f 
Social Economics, Vol. 25(10), 1552-1564.
Alvesson, M., & Sveningsson, S. (2013). Essay: Authentic leadership critically 
reviewed, in Ladkin, D., & Spiller, C. (Eds.) (pp. 39-54). Authentic leadership: 
Clashes, convergences and coalescences. Chentelham, UK: Edward Elgar.
Ashar, H., & Lane-Maher, M. (2004). Success and spirituality in the new business 
paradigm. Journal o f Management Inquiry, Vol. 75(3), 249-260.
Ashforth, B. E., & Pratt, M. G. (2010). Institutionalized spirituality: An oxymoron?, 
in R. A. Giacalone & C. L. Jurkiewicz (Eds.), Handbook o f workplace 
spirituality and organizational performance. (2"  ^ Ed.). (pp. 44-58). Armonk, 
New York: M. E. Sharpe, Inc.
Ashmos, D. P., & Duchon, D. (2000). Spirituality at work: A conceptualization and 
Journal o f Management Inquiry, Vol. 9(2), 134-145.
AsmaulHusna. Retrieved from http://asmaulhusna.com/ on May 2013.
Ather, S. M., & Sobhani, F. A. (2007). Managerial leadership: An Islamic 
perspective. IIUC Studies, Vol. 4, December 2007, 7-24.
297
Avolio, B. J., & Bass, B. M. (1995). Individual consideration viewed at multiple 
levels of analysis: A multi-level framework for examining the diffusion of 
transformational leadership. Vol. 6{2), 199-218.
Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting 
to the root of positive forms of leadership. The Leadership Quarterly, Vol. 16, 
315-338.
Avolio, B. J., Reichard, R. J., Hannah, S. T., Walumbwa, F. O., & Chan, A. (2009). 
A meta-analytic review of leadership impact research: Experimental and quasi- 
experimental studies. The Leadership Quarterly, Vol. 20, 764-784.
Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current 
theories, research, and future directions. The Annual Review of Psychology 
2009(60), 421-449.
Bangash, Z. (2000). The concepts of leader and leadership in Islam. Retrieved from 
http://www.islamicthought.org/pp-zb-leader.html on 28^  ^May 2010.
Bass, B. M. (1990). From transactional to transformational leadership: Learning to 
share the vision. Organizational Dynamics, Vol. 75(3), 19-31.
Bass, B. M. (1999). Two decades of research and development in transformational 
\QdidQXs\Ap. European Journal o f Work and Organizational Psychology, Vol. 5(1), 
9-32.
Bass, B. M. (2008). The Bass handbook o f leadership: theory, research, and 
managerial applications. (4* Ed., with R. Bass). New York: The Free Press.
Beekun, R. I. (2012). Character-centered leadership: Muhammad (p) as an ethical 
role model for CEOs. Journal o f Management Development, 57(10), 1003- 
1020.
Beekun, R. I., & Badawi, J. A. (2005). Balancing ethical responsibility among 
multiple organizational stakeholders: The Islamic perspective. Journal o f 
Business Ethics, 60, 131-145.
Beekun, R. I., & Badawi, J. A. (2009). Leadership: An Islamic perspective. 
Beltsville, Maryland: Amana Publications.
Bell, E., & Taylor, S. (2001). ‘A rumor of angels’: Researching spirituality and work 
organizations. Academy o f Management Proceedings 2001, A1-A6.
298
Benefîel, M. (2005). The second half of the journey: Spiritual leadership for 
organizational transformation. The Leadership Quarterly, 16, 723-747.
Benefiel, M. (2006). Strange bedfellows or natural partners? The academic study of 
spirituality and business. Studies in Spirituality, 16, 273-285.
Bennis, W. (2007). The challenges of leadership in the modem world. American 
Psychologist, Vol. 62(1), 2-5.
Bergman, M. M., & Coxon, A. P. M. (2005). The quality in qualitative methods. 
FORUM: Qualitative Social Research, Vol. 6(2), Art. 34.
Berry, D. (2005). Methodological pitfalls in the study of religiosity and spirituality. 
Western Journal o f Nursing Research, Vol. 27(5), 628-647.
Bouma, G., Haidar, A., Nyland, C., & Smith, W. (2003). Work, religious diversity 
and IsldLm. Asia Pacific Journal o f Human Resources, Vol. 47(1), 51-61.
Bourne, L., & Walker, D. H. T. (2006). Using a visualizing tool to study stakeholder 
influence: Two Australian examples. The Project Management Journal, 37(1), 
5-21.
Bowen, M. G., Ferris, G. R., & Kolodinsky, R. W. (2010). Political skill, servant 
leadership, and workplace spirituality in the creation of effective work 
environments, in R. A. Giacalone & C. L. Jurkiewicz (Eds.), Handbook o f 
workplace spirituality and organizational performance. (2"  ^ Ed.). (pp. 126- 
142). Armonk, New York: M. E. Sharpe, Ine.
Branine, M., & Pollard, D. (2010). Human resource management with Islamic 
management principles: A dialectic for a reverse diffusion in management. 
Personnel Review, 39(6), 712-727.
Brand, W. (2009). Dragons, spheres, and flashlights: Appropriate research 
approaches for studying workplace spirituality. Journal o f Management, 
Spirituality and Religion, Vol. 6(1), 59-75.
Bmce, W. M. (2000). Public administrator attitudes about spirituality: An 
exploratory study. American Review o f Public Administration, Vol. 30(A), 460- 
472.
Bryan, J. D. (2008). Team development social networking and its impact on the 
encouragement of spiritual leadership. Unpublished dissertation. University o f 
Phoenix.
299
Bryman, A. (1992). Charisma & leadership in organizations. London: Sage 
Publications.
Bryman, A., (2004). Qualitative research on leadership: A critical but appreciative 
review. The Leadership Quarterly, Vol. 15, 729-769.
Bryman, A. (2008). Of methods and methodology. Qualitative Research in 
Organizations and Management: An InternationalJournal, Vol. 5(2), 159-168.
Bryman, A., & Bell, E. (2007). Business research methods. (2"  ^ Ed.). New York: 
Oxford University Press, Inc.
Bryman, A., Stephens, M., & Campo C. à. (1996). The importance of context: 
Qualitative research and the study of leadership. Leadership Quarterly, Vol. 7(3), 
353-370.
Budiman, D. (2010). PT Pandu Siwi Sentosa: Mengukir prestasi dengan manajemen 
spiritual (PT Pandu Siwi Sentosa: Realizing success through spiritual 
management). Retrieved from http://maialah.hidavatullah.com/?t)=388 on 10^  ^
Mav 2013.
Burhanuddin, M. (2012). Ketika retorika dan frase mengilhami (When rhetoric and 
phrase inspire), in Dari langit turun ke humi: Best practices for spiritual
leadership (From heaven to earth: Best practices for spiritual leadership), (pp.
246-250). Surabaya: Pena Semesta.
Burke, R. (2006). Leadership and spirituality. Foresight, Vol. 5(6), 14-25.
Bums, J. M. (1978). Leadership. New York: Harper & Row.
Butt, S. (2010). Islam, the state and the constitutional court in Indonesia. Pacific Rim 
Law & Policy Journal Association, 19(2), 279-301.
Cacioppe, R. (2000a). Creating spirit at work: Re-visioning organization
development and leadership -  Part I. Leadership & Organization Development 
Journal, Vol. 27(1), 48-54.
Cacioppe, R. (2000b). Creating spirit at work: Re-visioning organization
development and leadership -  Part II. Leadership & Organization Development 
Journal, Vol. 27(2), 110-119.
Cardona, P. (2000). Transcendental leadership. The Leadership & Organization 
Development Journal, Vol. 27(4), 201-206.
300
Cash, K. C. & Gray, G. R. (2000). A framework for accommodating religion and 
spirituality in the workplace. Academy o f Management Executive, Vol. 14(3), 
124-133.
Cassell, C., & Symon, G. (1999). Qualitative research in work contexts, in C. Cassell 
& G. Symon (Eds.), Qualitative methods in organizational research: A practical 
guide, (pp. 1-13). Heidelberg: Springer.
Cavanagh, G. F., & Bandsuch, M. R. (2002). Virtue as a benchmark for spirituality 
in business. Journal o f Business Ethics, 38, 109-117.
Centre for Religious and Cross-cultural Studies (CRCS). (2010). Laporan tahunan 
kehidupan beragama di Indonesia 2009 (Annual report on religious affairs in 
Indonesia 2009). Yogyakarta: Sekolah Pascasarjana, Universitas Gadjah Mada.
Chen, C. Y., & Li, C. I. (2013). Assessing the spiritual leadership effectiveness: The 
contribution of follower’s self-concept and preliminary tests for moderation of 
culture and managerial position. The Leadership Quarterly, 24, 240-255.
Chen, C. Y., Yang, C. Y., & Li, C. I. (2012). Spiritual leadership, follower 
mediators, and organizational outcomes: Evidence from three industries across 
two major Chinese societies. Journal o f Applied Social Psychology, 42(4), 
890-938.
Ciulla, J. B. (2004). Leadership and the problem of bogus empowerment, in J. B. 
Ciulla (Ed.), Ethics: The heart o f leadership. (2"  ^ Ed.). (pp. 59-82). Westport, 
CT: Praeger Publishers.
Clark, W. H. (1958). The psychology o f religion. New York: Macmillan.
Collins, J. (2001). Level 5 leadership: The triumph of humility and fierce resolve. 
Harvard Business Review, 79(1), 67-76.
Conger, J. A. (1998). Qualitative research as the cornerstone methodology for 
understanding leadership. LeaJera/zz)? gwflr/er/y. Vol. 9(1), 107-121.
Conger, J. A. (1999). Charismatic and transformational leadership in organizations: 
An insider’s perspective on these developing streams of research. Leadership 
Quarterly, Vol. 10(2), 145-179.
Conger, J. A., & Kanungo, R. N. (1994). Charismatic leadership in organizations: 
Perceived behavioural attributes and their measurement. Journal o f 
Organizational Behaviour, Vol. 15, 439-452.
301
Cox, J. W., & Hassard, J. (2005). Triangulation in organizational research: A re­
presentation. Organization, Vol. 72(1), 109-133.
Crossan, M., Vera, D., & Nanjad, L. (2008). Transcendent leadership: Strategic 
leadership in dynamic environments. The Leadership Quarterly, Vol. 19, 569- 
581.
Crossman, J. (2010). Conceptualising spiritual leadership in secular organizational 
contexts and its relation to transformational, servant and environmental 
leadership. Leadership & Organization Development Journal, Vol. 57(7), 596- 
608.
Crumpton, A. D. (2011). An exploration of spirituality within leadership studies 
literature. Retrieved 30 March 2011 from http://www.inter-disciplinarv.net/wp- 
content/uploads/2011/02/Crumpton-paper.pdf
Dean, K. L., Fomaciari, C. J., & McGee, J. J. (2003). Research in spirituality, 
religion, and work: Walking the line between relevance and legitimacy. Journal 
o f Organizational Change Management, Vol. 76(4), 378-395.
Dehagi, M. R., Goodarzi, M., & Arazi, Z. K. (2012). The effect of spiritual values on 
employees' organizational commitment and its models. Social and Behavioral 
Sciences, 62, 159-166.
Dehler, G. E., & Welsh, M. A. (1994). Spirituality and organizational transformation 
implications for the new management paradigm. Journal o f Managerial 
Psychology, Vol. 9(6), 17-26.
Delgado, C. (2005). A discussion of the concept of spirituality. Nursing Science 
Quarterly, Vol. 75(2), 157-162.
Den Hartog, D. N., House, R. J., Hanges, P. J., & Ruiz-Quintanilla, S. A. (1999). 
Culture specific and cross-culturally generalizable implicit leadership theories: 
Are attributes of charismatic/transformational leadership universally endorsed? 
Leadership Quarterly, Vol. 76(2), 219-256.
Dent, E. B., Higgins, M. E., & Wharff, D. W. (2005). Spirituality and leadership: An 
empirical review of definitions, distinctions, and embedded assumptions. The 
Leadership Quarterly, Vol. 16, 625-653.
302
Devers, K. J., & Frankel, R. M. (2000). Study design in qualitative research-2: 
Sampling and data collection strategies. Education for Health, Vol. 75(2), 263- 
271.
Dickson, M. W., Den Hartog, D. N., & Mitchelson, J. K. (2003). Research on 
leadership in a cross-cultural context: Making progress, and raising new 
questions. The Leadership Quarterly, Vol. 14, 729-768.
Djatmiko, H. E. (2007). Bangkitnya era spiritualitas bisnis. {The emergence o f 
business spirituality era). SWAsembada, No. 05/XXIII/1-14 Maret 2007.
Duchon, D., & Plowman, D. A. (2005). Nurturing the spirit at work: Impact on work 
unit performance. The Leadership Quarterly, 16, 807-833.
Dul, J., & Hak, T. (2008). Case study methodology in business research. Oxford: 
Elsevier Ltd.
Eisenhardt, K. M. (1989). Building theories from case study research. Academy o f 
Management Review, Vol. 74(4), 532-550.
Emmons, R. A., Chi Cheung, & Tehrani, K. (1998). Assessing spirituality through 
personal goals: Implications for research on religion and subjective well-being. 
Social Indicators Research, 45, 391-422.
Epley, J. L. (2010). Voices of the faithful: Religion and politics in contemporary 
Indonesia. Unpublished Dissertation. University of Michigan.
Fairholm, G. W. (1996). Spiritual leadership: Fulfilling whole-self needs at work. 
Leadership and Organization Development Journal, Vol. 77(5), 11-17.
Fairholm, G. W. (1997). Capturing the heart o f leadership: Spirituality and 
community in the New American workplace. Westport, CT: Greenwood 
Publishing Group, Inc.
Fairholm, G. W. (1998). Perspectives on leadership: From the science o f 
management to its spiritual heart. Westport, CT: Greenwood Publishing Group, 
Inc.
Fairholm, G. W. (2011). Real leadership: How spiritual values give leadership 
meaning. Santa Barbara, California: Praeger.
Fauzia, A. (2013). Faith and the state: A history o f Islamic philanthropy in 
Indonesia. Leiden: Koninklijke Brill NV.
303
Ferguson, J., & Milliman, J. (2008). Creating effective core organizational values: A 
spiritual leadership approach. International Journal o f Public Administration, 
Vol. 31,439-459.
Farid, M. (2012). Kepemimpinan yang matang (The mature leadership), in Dari 
langit turun ke bumi: Best practices for spiritual leadership (From heaven to 
earth: Best practices for spiritual leadership), (pp. 279-280). Surabaya: Pena 
Semesta.
Fernando, M., Beale, F., & Geroy, G. D. (2009). The spiritual dimension in 
leadership at Dilmah Tea. Leadership & Organization Development Journal, Vol. 
56(6), 522-539.
Fernando, M., & Jackson, B. (2006). The influence of religion-based workplace 
spirituality on business leaders' decision-making: An inter-faith study. Journal 
o f Management & Organization, 2006, 12(1), 23-39.
Firestone, W. A. (1987). Meaning in method: The rhetoric of quantitative and
Educational Researcher, Vol. 76(7), 16-21.
Fomaciari, C. J., & Dean, K. L. (2001). Making the quantum leap: Lessons from 
physics on studying spirituality and religion in organizations. Journal o f 
Organizational Change Management, Vol. 74(4), 335-351.
Friend, T. (2003). Indonesia destinies. Cambridge: The Belknap Press of Harvard 
University Press.
Fry, L.W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly, 
Vol. 14, 693-727.
Fry, L. W. (2005). Toward a theory of ethical and spiritual well-being, and corporate 
social responsibility through spiritual leadership, in Giacalone, Jurkiewicz, & 
Dunn (Eds.), Positive Psychology in Business Ethics and Corporate 
Responsibility, 2005, (pp. 47-83.) Greenwich, CT: Information Age Publishing. 
Retrieved 7 December 2009 from http://books.google.co.uk/.
Fry, L. W. (2008). Spiritual leadership: State-of-the-art and future directions for 
theory, research, and practice, in J. Biberman & L. Tischler (Eds.), Spirituality in 
business, (pp. 106-124). New York and Hampshire, England: Palgrave 
MacMillan.
304
Fry, L. W. (2013). Spiritual leadership and faith and spirituality in the workplace, in 
J. Neal (ed.). Handbook o f faith and spirituality in the workplace: Emerging 
research and practice. New York: Springer Science+Business Media.
Fry, L. W., & Cohen, M. P. (2009). Spiritual leadership as a paradigm for 
organizational transformation and recovery from extended work hours cultures. 
Journal o f Business Ethics, Vol. 54,265-278.
Fry, L. W., Hannah, S. T., Noel, M., & Walumbwa, F. O. (2011). Impact of spiritual 
leadership on unit performance. The Leadership Quarterly, 22, 259-270.
Fry. L., & Kriger, M. (2009). Towards a theory of being-centered leadership: 
Multiple levels of being as context for effective leadership. Human Relations, 
Volume 62(11), 1667-1696.
Fry, L. W., & Matherly, L. L. (2006). Spiritual leadership and organizational 
performance: An exploratory study. Paper presented at the 2006 Academy o f 
Management meeting, Atlanta, Georgia.
Fry, L. W., Matherly, L. L., Whittington, J. L., & Winston, B. B. (2007). Spiritual 
leadership as an integrating paradigm for servant leadership, in S. Singh- 
Sengupta & D. Fields (Eds.), Integrating spirituality and organizational 
leadership, (pp. 70-82). Delhi, India: Macmillan India.
Fry, L. W., & Nisiewicz, M. S. (2013). Maximizing the triple bottom line through 
spiritual leadership. Stanford, California: Stanford University Press.
Fry, L. W., & Slocum, J. W. (2008). Maximizing the triple bottom line through 
s^mt\}aX\Q2idiQxs\wp. Organizational Dynamics, Vol. 57(1), 86-96.
Fry, L. W., Vitucci, S., & Cedillo, M. (2005). Spiritual leadership and army 
transformation: Theory, measurement, and establishing a baseline. The 
Leadership Quarterly, 16, 836-862.
Garcia-Zamor, J. C. (2003). Workplace spirituality and organizational performance. 
Public Administration Review, Vol. 65(3), 355-363.
Gardiner, J. J. (2006). Transactional, transformational, and transcendent leadership: 
Metaphors mapping the evolution of the theory and practice of governance. 
Leadership Review, Vol. 6, Spring 2006, 62-76.
305
Gardner, W. L., Avolio, B. J., Luthans, F., May, D. R., & Walumbwa, F. (2005). 
“Can you see the real me?” A self-based model of authentic leader and follower 
development. The Leadership Quarterly, 16, 343-372.
Geertz, C. (2001). The Near East in the Far East on Islam in Indonesia. Unpublished 
paper, December 2001, Paper Number 12.
Geh, E., & Tan, G. (2009). Spirituality at work in a changing world: Managerial and 
research implications. Journal o f Management, Spirituality & Religion, Vol. 6(4), 
287-300.
George, A. L., & Bennet, A. (2005). Case studies and theory development in the 
social sciences. London: MIT Press.
Giacalone, R. A., Jurkiewicz, C. L., & Fry, L. W. (2005). From advocacy to science: 
The next steps in workplace spirituality research, in R. Paloutzian (Ed.). 
Handbook o f psychology and religion, (pp.515-528). Newburry Park, CA: Sage.
Giacalone, R. A., & Jurkiewicz, C. L. (2010). The science of workplace spirituality, 
in R. A. Giacalone & C. L. Jurkiewicz (Eds.), Handbook o f workplace 
spirituality and organizational performance. (2”^  Ed.). (pp. 3-26). Armonk, 
New York: M. E. Sharpe, Inc.
Gibbert, M., & Ruigrok, W. (2010). The “what” and “how” of case study rigor: 
Three strategies based on published work. Organizational Research Methods, 
Vol. 13(4), 710-737.
Gibbons, P. (1999). Spirituality at work: Definitions, measures, assumptions, and 
validity claims. Retrieved 4 January 2011 from http://www.spiritatwork.org/ 
library/Gibbons .pdf.
globalreligiousfutures.org (2013). Pew-Templeton Global Religious Futures Project. 
www.globalreligiousfutures. org
Green, M. T., Wheeler, C. A., & Hodgson, M. N. (2012). Leader spirituality and 
leader virtues as predictors of effective leadership. Journal o f Spirituality, 
Leadership and Management, 6(1), 35-47.
Greenleaf, R. K. (1977). Servant leadership: A journey into the nature o f legitimate 
power and greatness. New York/Mahwah: Paulist Press.
306
Guba, E. G., & Lincoln, Y. S. (1994). Competing paradigms in qualitative research, 
in N. Denzin & Y. S. Lincoln (Eds.), Handbook o f qualitative research, (pp. 105- 
117). Thousand Oaks, CA: Sage.
Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough? An 
experiment with data saturation and variability. Field Methods, Vol. 75(1), 59-82.
Gummesson, E. (2000). Qualitative methods in management research. (2"  ^ Ed.). 
London: Sage Publications, Inc.
Gummesson, E. (2007). Case study research and network theory: Birds of a feather. 
Qualitative Research in Organizations and Management: An International 
Journal, Vol. 2(3), 226-248.
Gupta, M., Kumar, V., & Singh, M. (2013). Creating satisfied employees through 
workplace spirituality: A study of the private insurance sector in Punjab (India). 
Journal o f Business Ethics, DOI 10.1007/sl0551-013-1756-5. Published online: 
25 May 2013.
Hackman, J. R., & Wageman, R. (2007). Asking the right questions about leadership: 
Discussion and conclusions. American Psychologist, Vol. 62(1), 43-47.
Halim, I. (2012). The ultimate leader: Menuju ‘leadership maturity’ yang 
sesungguhnya (The ultimate leader: Towards the real ‘leadership maturity’), in 
Dari langit turun ke bumi: Best practices for spiritual leadership (From heaven 
to earth: Best practices for spiritual leadership), (pp. 239-245.) Surabaya: Pena 
Semesta.
Hartley, J. F. (1999). Case studies in organizational research, in C. Cassell & G. 
Symon (Eds.), Qualitative methods in organizational research: A practical 
guide, (pp. 208-229). Heidelberg: Springer.
Hartley, J. (2004). Case study research, in C. Cassell & G. Symon (Eds.), Essential 
guide to qualitative methods in organizational research, (pp. 323-333). London: 
Sage Publications.
Harung, H. S., Heaton, D. P., & Alexander, C. N. (1995). A unified theory of 
leadership: Experiences of higher states of consciousness in world-class leaders. 
Leadership & Organization Development Journal, Vol. 76(7), 44-59.
307
Harvey, J. B. (2001). Book review: Reflections on books by authors who apparently 
are terrified about really exploring spirituality and leadership. The Leadership 
Quarterly, Vol. 12, 377-378.
Hasan, N. (2009). The making of public Islam: Piety, agency, and accommodation on 
the landscape of the Indonesian public sphere. Contemporary Islam, 3, 229-250.
Hasbullah, M. (2012). Potret komposisi etnis dan agama di Indonesia pada milenium 
kedua (The portrait of the ethnic and religious composition in Indonesia in the 
second millennium), in Hasbullah, M. (pp. 127-137). Sejarah sosial intelektual 
Islam Indonesia (The social history of Indonesian Muslim intellectuals). 
Bandung: Pustaka Setia.
Hassan, A. M. (2001). Spirituality in the workplace: A literature review. Global 
Competitiveness, January, 2001.
Hassan, R. (2007). On being religious: patterns of religious commitment in Muslim 
societies. The Muslim World, Vol. 97, July 2007, 437-478.
Hasse J. (2011). Deeksistensi agama lokal di Indonesia. {Problem o f existence o f 
local religions in Indonesia). Al-Fikr, I5{3), 450-458.
Heaton, D. P., Schmidt-Wilk, J., & Travis, F. (2004). Constructs, methods, and 
measures for researching spirituality in organizations. Journal o f Organizational 
Change Management, Vol. 77(1), 62-82.
Helminiak, D. (2006). The role of spirituality in formulating a theory of the 
psychology of religion. Zygow, Vol. 47(1), 197-224.
Hendrawan, S. (2009). Spiritual management: From personal enlightenment towards 
God corporate governance. Bandung: Penerbit Mizan.
Hicks, D. A. (2002). Spiritual and religious diversity in the workplace: Implications 
for leadership. The Leadership Quarterly, 13, 379-396.
Hicks, D. A. (2003). Religion and the workplace: Pluralism, spirituality, leadership. 
New York: Cambridge University Press.
Hicks, D. A. (2009). With God on all sides: Leadership in a devout and diverse 
America. New York: Oxford University Press, Inc.
Hill, P. C., & Pargament, K. I. (2008). Advances in the conceptualization and 
measurement of religion and spirituality: Implications for physical and mental 
health research. Psychology o f Religion and Spirituality, Vol. S(l), 3-17.
308
Hill, P. C., Pargament, K. L, Hood, R. W., McCullough, M. E., Swyers, J. P., Larson, 
D. B., & Zinnbauer, B. J. (2000). Conceptualizing religion and spirituality: Points 
of commonality, points of departure. Journal for the Theory o f Social Behavior, 
56(1), 51-77.
Hopkins, W. E., Hopkins, S. A., & Hoffinan, D. D. (2004). Spirituality-leadership- 
commitment relationships in the workplace: An exploratory assessment. Paper 
from Management Spirituality and Religion Conference. Academy o f 
Management Proceedings, August 1, 2004, A1-A6.
Howard, S. (2002). A spiritual perspective on learning in the workplace. Journal o f 
Managerial Psychology, 77(5), 230-242.
Howell, J. D. (2005). Muslims, the New Age and marginal religions in Indonesia: 
Changing meanings of religious pluralism. Social Compass, 52{4), 473-493.
Huda, M. (2011). Mission ini possible: Spiritualitas kerja menggapai cita (This 
mission is possible: Work spirituality to reach the vision). (Revised Ed.). 
Surabaya: QUM!
Huda, M. (2012). Dari langit turun ke bumi: Best practices for spiritual leadership 
(From heaven to earth: Best practices for spiritual leadership). Surabaya: Pena 
Semesta.
Hunt, J. G. (1991). Leadership: A new synthesis. Newbury Park: Sage Publications.
Husain, A. (n.d.). Spiritual psychology: An interdisciplinary field. Inaugural Lecture, 
Department o f Educational Psychology and Counselling, Faculty o f Education, 
University o f Malaya.
InfoPANDU. Vol. VI(23), July 2012. Pandu Logistics Internal Media.
Ingersoll, R. E. (2010). Spiritual wellness in the workplace, in R. A. Giacalone & C. 
L. Jurkiewicz (Eds.), Handbook o f workplace spirituality and organizational 
performance. (2"  ^Ed.). (pp. 216-226). Armonk, New York: M. E. Sharpe, Inc.
Intan, B. F. (2008). ‘Public Religion ” and the Pancasila-based State o f Indonesia: 
An ethical and sociological analysis. New York: Peter Lang Publishing, Ine.
Jonsen, K., & Jehn, K. (2009). Using triangulation to validate themes in qualitative 
studies. Qualitative Research in Organizations: An International Journal, Vol. 
4(2), 123-150.
309
Judge, T. A., Piccolo, R. F., & Kosalka, T. (2009). The bright and dark sides of 
leader traits: A review and theoretical extension of leader trait paradigm. The 
Leadership Quarterly, Vol. 20, 855-875.
Jurkiewicz, C. L., & Giacalone, R. A. (2004). A value framework for measuring the 
impact of workplace spirituality on organizational performance. Journal o f 
Business Ethics, Vol. 49, 129-142.
Kale, S. H., & Shrivastava, S. (2003). The enneagram system for enhancing 
workplace spirituality. Journal o f Management Development, Vol. 22(4), 308- 
328.
Karakas, F. (2010). Spirituality and performance in organizations: A literature 
XQViQW. Journal o f Business Ethics, Vol. 94(1), 89-106.
Karakitapoglu-Aygun. Z., & Gumusluoglu, L. (2012). The bright and dark sides of 
leadership: Transformational vs. non-transformational leadership in a non- 
^QS,iQxxïCOXxtQyX. Leadership, 0(0), \-21.
King, A. S. (1996). Spirituality: Transformation and metamorphosis. Religion, 26, 
343-351.
King, J. E. (2008). (Dis)missing the obvious: Will mainstream management research 
ever take religion seriously?. Journal o f Management Inquiry, Vol. 77(3), 214- 
224.
King, J. E., Bell, M. P., & Lawrence, E. (2009). Religion as an aspect of workplace 
diversity: An examination of the US context and a call for international research. 
Journal o f Management, Spirituality and Religion, Vol. 6(1), 43-57.
King, N. (2004). Using interviews in qualitative research, in C. Cassell & G. Symon 
(Eds.), Essential guide to qualitative methods in organizational research, (pp. 
11-22). London: Sage Publications.
King, N. (2012). Doing Templates Analysis, in G. Symon & C. Cassell (Eds.), The 
practice o f qualitative organizational research: Core methods and current 
challenges, (pp. 426-450). London: Sage Publications.
King, N., & Horrock, C. (2011). Interviews in qualitative research. London: SAGE 
Publications Ltd.
310
Kinjerski, V., & Skrypnek, B. J. (2006). Creating organizational conditions that 
foster employee spirit at work. Leadership & Organization Development Journal, 
FbZ. 27(4), 280-295.
Klenke, K. (2003). The “S” factor in leadership education, practice, and research. 
Journal o f Education for Business, September/October 2003, 56-60.
Klenke, K. (2005). Introducing spirituality. The International Journal o f 
Organizational Analysis, Vol. 75(1), 4-7.
Klenke, K. (2007). Authentic leadership: A self, leader, and spiritual identity 
perspective. International Journal o f Leadership Studies, Vol. 5(1), 68-97.
Korac-Kakabadse, N., Kouzmin, A., & Kakabadse, A. (2002). Spirituality and 
leadership praxis. Journal o f Managerial Psychology, Vol. 77(3), 165-182.
Kotter, J. P. (1990). A force for change: How leadership differs from management. 
New York, NY: The Free Press.
Kouzes, J. M., & Posner, B. Z. (2003). The leadership challenge. (3*^  ^ Ed.). San 
Fransisco: Jossey-Bass.
Krahnke, K. (2003). “Towards wholeness in spirituality research: Embracing other 
ways of knowing”, in Krahnke, K , Giacalone, R. A., & Jurkiewicz, C. L. (2003). 
Point-counterpoint: Measuring workplace spirituality. Journal o f Organizational 
Change Management, Vol. 76(4), 396-405.
Krahnke, K , & Kilpatrick, J. (2003). “A response to Robert A. Giacalone and Carole 
L. Jurkiewicz”, in Krahnke, K , Giacalone, R. A., & Jurkiewicz, C. L. (2003). 
Point-counterpoint: Measuring workplace spirituality. Journal o f Organizational 
Change Management, Vol. 76(4), 396-405.
Kriger, M. P., & Hanson, B. J. (1999). A value-based paradigm for creating truly 
healthy organizations. Journal o f Organizational Change, 72(4), 302-317.
Kriger, M., & Seng, Y. (2005). Leadership with inner meaning: A contingency 
theory of leadership based on the worldviews of five religions. The Leadership 
Quarterly, Vol. 16, 771-806.
Krishnakumar, S. & Neck, C. P. (2002). The “what”, “why”, and “how” of the 
spirituality in the workplace. Journal o f Managerial Psychology, Vol. 7(3), 153- 
164.
311
Kvale, S., & Brinkmann, S. (2009). Interviews: Learning the craft o f qualitative 
research interviewing. (2"  ^Ed.). London: Sage Publications.
Ladkin, D., & Spiller, C. (2013). Introduction: Authentic leadership: clashes, 
convergences and coalescences, in Ladkin, D., & Spiller, C. (Eds.) (pp. 1-18). 
Authentic leadership: Clashes, convergences and coalescences. Chentelham, 
UK: Edward Elgar.
Ladkin, D., & Taylor, S. S. (2010). Enacting the ‘true self: Towards a theory of 
embodied authentic leadership. The Leadership Quarterly, 21, 64-74.
Lee, B., Collier, P. M., & Cullen, J. (2007). Reflections on the use of case studies in 
the accounting, management and organizational disciplines. Qualitative Research 
in Organizations and Management: An International Journal, Vol. 2(3), 169-178.
Lee, J. (2004). The failure of political Islam in Indonesia: A historical narrative. 
Stanford Journal o f East Asian Affairs, 4{1), 85-104.
Leigh, P. (1997). The new spirit at work. Training & Development, Vol. 57(3), 26- 
41.
Lewis, J. S., & Geroy, G. D. (2000). Employee spirituality in the workplace: A cross- 
cultural view for the management of spiritual employees. Journal o f Management 
Education, Vol. 24(5); 682-694.
Lips-Wiersma, M. (2003). Making conscious choices in doing research on workplace 
spirituality: Utilizing the “holistic development model” to articulate values, 
assumptions and dogmas of the knower. Journal o f Organizational Change 
Management, Vol. 76(4), 406-425.
Liu, C. H., & Robertson, P. J. (2011). Spirituality in the workplace: Theory and 
measurement. Journal o f Management Inquiry, 20(1), 35-50.
Luthans, F., & Avolio, B. (2003). Authentic leadership development, in K. S. 
Cameron, J. E. Dutton., & R. E. Quinn (Eds.), Positive organizational 
scholarship: Foundations o f a new discipline, (pp. 241-258). San Fransisco, CA: 
Berrett-Koehler Publishers, Inc.
Markow F., & Klenke, K. (2005). The effects of personal meaning and calling on 
organizational commitment: An empirical investigation of spiritual leadership. 
The International Journal o f Organizational Analysis, Vol. 75(1), 8-27.
312
Marques, J., Dhiman, S., & King, R. (2005). Spirituality in the workplace: 
Developing an integral model and a comprehensive definition. The Journal o f 
American Academy o f Business, Cambridge, Vol. 7(1), 81-91.
Martinez, R. J., & Schmidt, D. (2005). Spiritual leadership and the quest for survival 
in organization. A working paper presented at The 2005 Christian Business 
Faculty Association Conference in San Diego, CA.
May, D. R., Chan, A. Y. L., Hodges, T. D. & Avolio, B. J. (2003). Developing the 
moral component of authentic leadership. Organizational Dynamics, Vol. 32(3), 
247-260.
Michie, S., & Gooty, J. (2005). Values, emotions, and authenticity: Will the real 
leader please stand up? The Leadership Quarterly, 16, 441-457.
Milliman, J., Czaplewski, A., & Ferguson, J. (2003). Workplace spirituality and 
employee work attitudes: An exploratory empirical assessment. Journal o f 
Organizational Change Management Vol. 16(A), 426-447.
Milliman, J., & Ferguson, J. (2008). In search of the “spiritual” in spiritual 
leadership: A case study of entrepreneur Steve Bigari. The Business Renaissance 
Quarterly, Spring 2008, 19-40.
Milliman, J., Ferguson, J, Trickett, D., & Condemi, B. (1999). Spirit and community 
at Southwest Airlines: An investigation of a spiritual values-based model. 
Journal o f Organizational Change Management, Vol. 12(3), 221-233.
Mitroff, I. I. (2003). Do not promote religion under the guise of spirituality. 
Organization, Vol. 10(2), 375-382.
Mitroff, I. I. & Denton, E. A. (1999a). A spiritual audit o f corporate America: A 
hard look at spirituality, religion, and values in the workplace. San Francisco, 
CA: Jossey-Bass Publishers.
Mitroff, I. I., & Denton, B. A. (1999b). A study of spirituality in the workplace. 
Sloan Management Review, Vol. 40(A), 83-92.
Mittal, R., & Dorfinan, P. W. (2012). Servant leadership across cultures. Journal o f 
World Business, 47, 555-570.
Mohamed, A. A., Wisnieski, J., Askar, M. & Syed, I. (2004). Towards a theory of 
spirituality in the workplace. CR, Vol. 74(1 & 2), 102-107.
313
Morgan, G., & Smircich, L. (1980). The case for qualitative research. Academy o f 
Management Review, Vol. 5(4), 491-500.
Nandram, S. S. (2010). Spirituality and business, in S. S. Nadram & M. E. Borden 
(Eds.), Spirituality and business: Exploring possibilities for a new management 
paradigm, (pp. 17-32). Heidelberg: Springer.
Nandram, S. S., & Borden, M. E. (2010). Introduction: Exploring possibilities for a 
new paradigm, in S. S. Nadram & M. E. Borden (Eds.), Spirituality and business: 
Exploring possibilities for a new management paradigm, (pp. 1-13). Heidelberg: 
Springer.
Nandram, S. S., & Vos, J. (2010). The spiritual features of servant-leadership, in S. 
S. Nadram & M. E. Borden (Eds.), Spirituality and business: Exploring 
possibilities for a new management paradigm, (pp. 233-244). Heidelberg: 
Springer.
Neal, J. (1997). Spirituality in management educational: A guide to resources. 
Journal o f Management Education, Vol. 21, 121-140.
Neal, J., & Biberman, J. (2004). Research that matters: Helping organizations 
integrate spiritual values and practices. Journal o f Organizational Change 
Management, Vol. 77(1), 7-10.
Neck, C. P., & Milliman, J. F. (1994). Thought self-leadership: Finding spiritual 
fulfilment in organizational life. Journal o f Managerial Psychology, Vol. P(6), 9- 
16.
Ngunjiri, F. W. (2010). Lessons in spiritual leadership from Kenyan women. Journal 
o f Educational Administration, Vol. 45(6), 755-768.
Olden, P. C. (2008). Spirituality in health care organizations, in J. Biberman & L. 
Tischler (Eds.), Spirituality in business: theory, practice, and future directions. 
(pp. 73-88). New York and Hampshire, England: Palgrave McMillan.
Oswick, C. (2009). Burgeoning workplace spirituality? A textual analysis of 
momentum and directions. Journal o f Management, Spirituality and Religion, 
Vol. 6(1), 15-25.
Paloutzian, R. F., Emmons, R. A., & Keortge, S. G. (2010). Spiritual well-being, 
spiritual intelligence, and healthy workplace policy, in R. A. Giacalone & C. L.
314
Jurkiewicz (Eds.), Handbook o f workplace spirituality and organizational 
performance. (2"  ^Ed.). (pp. 73-86). Armonk, New York: M. E. Sharpe, Inc.
Pandey, A., & Gupta, R K. (2008). Spirituality in management: A review of 
contemporary and traditional thoughts and agenda for research. Global Business 
Review, P(l), 65-83.
Pargament, K. I. (1999). The psychology of religion and spirituality? Yes and no. 
The InternationalJournal for The Psychology o f Religion, Vol. P(l), 3-16.
Parry, K. W., & Bryman, A. (2006). Leadership in organizations, in S. R. Clegg, C. 
Hardy, T. B. Lawrence, & W. R. Nord (Eds.). The SAGE handbook o f 
organization studies. (2"  ^Ed.). (pp. 447-468). London: Sage Publishers, Ltd.
Patton, M. Q. (2002). Qualitative research and evaluation methods. (3^ ^^  Ed.). 
Thousand Oaks, CA: Sage Publications.
Pavlovich, K., & Comer, P. D. (2009). Spiritual organizations and connectedness: 
The Living Nature experience. Journal o f Management, Spirituality & Religion, 
Vol. 6(3), 209-229.
Pawar, B. S. (2008). Two approaches to workplace spirituality facilitation: A 
comparison and implications. Leadership & Organization Development Journal 
Vol. 29(6), 544-567.
Pawar, B. S. (2009). Some of the recent Organizational Behavior concepts as 
precursors to workplace spirituality. Journal o f Business Ethics, Vol. 88, 245- 
261.
Pfeffer, J. (2010). Business and the spirit: Management practices that sustain values, 
in R. A. Giacalone & C. L. Jurkiewicz (Eds.), Handbook o f workplace 
spirituality and organizational performance. (2"  ^ Ed.). (pp. 27-43). Armonk, 
New York: M. E. Sharpe, Inc.
Phipps, K. A. (2012). Spirituality and strategic leadership: The influence of spiritual 
beliefs and on strategic decision making. Journal o f Business Ethics, 106. 177- 
189.
Prasad, A., & Prasad, P. (2002). The coming age of interpretive organizational 
research. Organizational Research Methods, Vol. 5(1), 4-11.
Pmzan, P. (2008). Spiritual-based leadership in business. Journal o f Human Values, 
14(2), 101-114.
315
Quatre, S. A. (2004). New age or age old: Classical management theory and 
traditional organized religion as underpinnings of the contemporary 
organizational spirituality movement. Human Resources Development Review, 
FbA 5(3), 228-249.
Qur’an. The Arabic digital version with Indonesian and English Translation.
Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. 
The Leadership Quarterly, 16, 665-687.
Rego, A., Cunha, M. P. E., & Oliveira, M. (2008). Eupsychia revisited: The role of 
spintvLRllQaders. Journal o f Humanistic Psychology, Vol. 48(2), 165-195.
Robbins, S. P., & Judge, T.A. (2007). Organizational behaviour. (12^  ^Ed.). Upper 
Saddle River, New Jersey: Pearson Education, Inc.
Russel, R. P., & Stone, A. G. (2002). A review of servant leadership attributes: 
Developing a practical model. Leadership and Organization Development 
Journal, Vol. 25(3), 145-157.
Sanders, J. E., Hopkins, W. E., & Geroy, G. D. (2003). From transactional to 
transcendental: Toward an integrated theory of leadership. Journal o f Leadership 
and Organizational Studies, Vol. 9(4), 21-31.
Sanders, J. E., Hopkins, W. E., & Geroy, G. D. (2004). Spirituality-leadership- 
commitment relationships in the workplace: An exploratory assessment. 
Academy o f Management Best Conference Paper 2004.
Sarros, J. C., & Santora, J. C. (2001). The transformational-transactional leadership 
model in practice. Leadership and Organization Development Journal, Vol. 
22(8), 383-393.
Saunders, M. N. K. (2012). Choosing research participants, in G. Symons & C. 
Cassell (Eds.), The practice o f qualitative organizational research: Core methods 
and current challenges, (pp. 35-52). London: Sage Publications.
Saunders, M. N. K., Lewis, P., & Thornhill, A., (2012). Research methods for 
business students. (6* Ed.). Essex: Pearson Education Limited.
Scandura, T. A., & Williams, E. A. (2000). Research methodology in management: 
Current practices, trends, and implications for future research. Academy o f 
Management Journal, Vol. 43(6), 1248-1264.
316
Schmidt-Wilk, J., Heaton, D. P., & Steingard, D. (2000). Higher education for higher 
consciousness: Maharishi University of Management as a model for spirituality 
in management education. Journal o f Management Education, Vol. 24(5), 580- 
611.
Schneiders, S. M. (2003). Religion vs. spirituality: A contemporary conundrum. 
Spiritus, 3, 163-185. The Johns Hopkins University Press.
Senjaya, S., & Sarros, J. C. (2002). Servant Leadership: Its origin, development, and 
application in organizations. Journal o f Leadership and Organizational Studies, 
PbA 9(2), 57-64.
Sendjaya, S., Sarros, J. C., & Santora, J. C. (2008). Defining and measuring servant 
leadership behaviour in organizations. Journal o f Management Studies, Vol. 
45(2), 402-424.
Sheep, M. L. (2006). Nurturing the whole person: The ethics of workplace 
spirituality in a society of organizations. Journal o f Business Ethics, Vol. 66, 357- 
375.
Sigit (2010). Sukses kelola bisnis berbasis ibadah (Successfully manage a worship- 
based business). Retrieved from http://www.businessreview.co.id/Drofil-bumn- 
776.html on 10th Mav 2013.
Silverman, D. (2009). Interpreting qualitative research. (3^  ^ Ed.). London: Sage 
Publications Ltd.
Singhal, M., & Chatteijee, L. (2006). A person-organization fit-based approach for 
spirituality at work: Development of a conceptual framework. Journal o f Human 
Values, Vol. 72(2), 161-178.
Smith, B. N., Montagno, R. V., & Kuzmenko, T. N. (2004). Transformational and 
servant leadership: Content and contextual comparisons. Journal o f Leadership 
and Organizational Studies, Vol. 10(A), 80-91.
Statistics Indonesia (Badan Pusat StatistiE), Population Census 2010.
Stone, A. G., Russell, R. F., & Patterson, K. (2003). Transformational versus servant 
leadership: A difference in leader focus. Servant Leadership Research 
Roundtable -August 2003. School of Leadership Studies, Regent University.
317
Strack, G., & Fottler, M. D. (2002). Spirituality and effective leadership in 
healthcare: Is there a connection? Frontiers o f Health Services Management, 
Vol. 75(4), 3-19.
Sucahyono, B. (2007). Wishing to be World Class Company. Retrieved from 
http://m.inilah.com/read/detail/l400/wishing-to-be-world-class-companv on 9^  ^
Mav 2013.
Sugiarsono, J. (2007). Euforia ‘go spiritual’ di dunia bisnis. {‘Go spiritual’ euphoria 
in business world). SWAsembada, No. 05/XXIII/1-14 Maret 2007.
SWAsembada Survey. (2007). “Spiritualitas dalam bisnis” di mata para CEO 
(^ ‘Spirituality in Business” in the view o f CEOs). SWAsembada, No. 05/XXIII/l- 
14 Maret 2007.
Thohari, H. (2010a). Agungkan Allah, pasti menang. (Glorify Allah, you will 
dQÎmitoiyWm). Suara Hidayatullah, 03/XXlII, 16-17.
Thohari, H. (2010b). Allah Mahalembut, mengapa kita tidak? (Allah is The Most 
Gentle, why don’t we?). Suara Hidayatullah, 11/XXII, 16-17.
Thohari, H. (2009). Takwa, pakaian sejati manusia sukses. (Piety, the true outfit of 
successful human being). 77/riiflyûr/w//ûr/7, 06/XXIl, 16-17.
Thohari, H. (2006). Satu kebodohan, beragam pintu. (One ignorance, many doors). 
Suara Hidayatullah, 02/XIX, 22-23.
Thompson, L. J. (2004). Moral leadership in a postmodern world. Journal o f 
Leadership and Organizational Studies, Vol. 77(1), 27-37.
Tirmizi, S. A. (2002). The 6-L framework: A model for leadership research and 
development. Leadership & Organization Development Journal, 25(5), 269-279.
Tischler, L., Biberman, J., & McKeage, R. (2002). Linking emotional intelligence, 
spirituality and workplace performance. Journal o f Managerial Psychology, Vol. 
77(3), 203-218.
Tobroni (2010). The spiritual leadership: Pengefektifan organisasi noble industry 
melalui prinsip-prinsip spiritualitas etis. (The spiritual leadership: Improving the 
effectiveness of noble industry organizations through the principles of ethical 
spirituality). (2"  ^Ed.). Malang: UMM Press.
Toor, S. (2008). Merging spirituality and religion: Developing an Islamic leadership 
ûiQory. HUM Journal o f Economics and Management, Vol. 76(1), 15-46.
318
Tourish, D. (2013). The dark side o f transformational leadership: A critical 
perspective. New York: Routledge.
Tracey, P. (2012). Religion and organization: A critical review of current trends and 
future directions. The Academy o f Management Annals, 6:1, 87-134, DOI: 
10.1080/19416520.2012.660761
Uchrowi, Z. (2012). “Walk the talk” Misbahul Huda, a testimony in Dari langit 
turun ke humi: Best practices for spiritual leadership (From heaven to earth: 
Best practices for spiritual leadership), (pp. 229-234). Surabaya: Pena Semesta.
Usunier, JC. (1998). International & cross-cultural management research. London: 
Sage Publications.
Vroom, V. H., & Jago, A. G. (2007). The role of the situation in leadership. 
American Psychologist, Vol. 62(1), 17-24.
Wagner-Marsh, F., & Conley, J. (1999). The fourth wave: The spiritually-based firm. 
Journal o f Organizational Change Management, Vol. 72(4), 292-301.
Wanandi, S. (2002). Islam in Indonesia: Its history, development and fiiture 
Asia-Paciflc Review, 9(2), 104-112.
Wharff, D. M. (2004). Expressions of spiritually inspired leadership in the public 
sector: Calling for a new paradigm in developing leaders. Unpublished 
dissertation. The Graduate School o f the University o f Maryland University 
College.
Wielkiewicz, R. M., & Stelzner, S. P. (2005). An ecological perspective on 
leadership theory, research, and practice. Review o f General Psychology, 9(4), 
326-341.
Wink, P., & Dillon, M. (2008). Religiousness, spirituality, and psychosocial 
functioning in late adulthood: Findings from a longitudinal study. Psychology 
o f Religion and Spirituality, Vol. S (I), 102-115.
Wood, J., Sarkani, S., Mazzuchi, T., & Eveleigh, T. (2012). A framework for 
capturing the hidden stakeholder system. Systems Engineering. Retrieved from 
http://onlinelibrarv.wilev.com/doi/10.1002/svs.21224/pdf on 30*^  April 2013.
Worthington, E. L. & Sandage, S. J. (2002). Religion and spirituality, in J. C. 
Norcross (Ed.), Psychotherapy relationships that work: therapist contributions
319
and responsiveness to patient, (pp. 383-399). New York: Oxford University 
Press, Inc.
Yildirim, Y. (2006). Filling the heart with the love of God: Islamic perspectives on 
spirituality in childhood and adolescent, in K. M. Yust, A. N. Johnson, S. E. 
Sasso, & E. C. Roehlkepartain (Eds.), Nurturing child and adolescent 
spirituality: Perspectives from the world’s religious traditions, (pp. 69-80). 
Lanham, Maryland: Rowman & Littlefield Publishers, Inc.
Yin, R. K. (2009). Case study research: Design and methods. (4* Ed.). London: 
Sage Publications, Inc.
Yukl, G. (2010). Leadership in organizations. (7^  ^ Ed.). Upper Saddle River, NJ: 
Pearson Education, Inc.
Zaccaro, S. J. (2007). Trait-based perspective of leadership. American Psychologist, 
Vol. 62(1), 6-16.
Zaccaro, S. J., & Klimoski, R. J. (2001). The nature of organizational leadership: An 
introduction, in S. J. Zaccaro, & R. J. Klimoski., (Eds.). The nature o f 
organizational leadership: understanding the performance imperatives
confronting today’s leaders, (pp. 3-41). San Francisco: Jossey-Bass.
Zaleznik, A. (1998). Managers and leaders: are they different?, in Harvard Business 
Review on Leadership, 1998. (pp. 61-88). Boston, MA: Harvard Business 
School Press.
Zinnbauer, B. J., Pargament, K. I , Cole, B., Rye, M. S., Butter, E. M., Belavich, T. 
G., Hipp, K. M., Scott, A. B., & Kadar, J. L. (1997). Religion and spirituality: 
Unfuzzying the fuzzy. Journal for the Scientific Study o f Religion, 56(4), 549- 
564.
Zinnbauer, B. J., Pargament, K. I ,  & Scott, A. B. (1999). The emerging meanings of 
religiousness and spirituality: Problems and prospects. Journal o f Personality, 
67, 889-919.
Zinnbauer, B. J., & Pargament, K. I. (2005). Religiousness and spirituality, in R. F. 
Paloutzian & C. L. Park, Handbook o f psychology o f religion and spirituality. 
(pp. 21 -42). New York, NY : The Guildford Press.
Zohar, D., & Marshall, I. (2004). Spiritual capital: Wealth we can live by. California: 
Berrett-Koehler Publishers, Inc.
320
APPENDICES
321
A P P E N D I X  1
Example of Introductory Letter/e-mail
FfwncMsfwansysh Mf(PG/R-SoM)
Sent 15 June 201116:35 
Tb: huda@1empdn8.oom
S*#** Pemwhonan Mer^ edl NMsumtwMr Pen^Ban
Ybngleihommat
BapWiMbbeWHudB 
MreMur PTIbmpfhg Media GraKka 
JL KarWi A^mg No, 45 
Swabaya
AssalanwfadalkwmiwnAmalullahwabamkaluh,
Pmtama, pedcemankan aaya memperkenWkan dW ke hadapan Bepak.
Saya, Maiwanayah, adalah doeen dl Juwaan AdmWalraal NIage, PoBtah* Neged Bandung. Seal hi. dengan 
beaskwa dad KemenWan PendkOcan NaWonal aaya eedang melakaanakan tugas belafar <5 pmgram S3,
y,UK.
Tbma peneMan a y e  adaWi kepemknploan, dengan toplk "SpMtual Leaden#): The PempeeOv»» of
khuswmye untuk meRhat bagalmana )enb kepemlmphan W dhmkl&kan dl Indonesia. Temwan dad sWdl W 
diharapkan memberikan wawasan yang penBng wWk mwWngka&an khe*i hdMdu dan OfgaNaad 
m^ k^epemn*Y#wii#[%ui!A.
Dengan metode abidl kaaua, aaya barmakmkl mewwancaraf % a penAnph bW a dad kakmgan MuaNm dl 
hdoneaJa dan a^dlar 10-15 kmyawan imtuk seBap orgaNsasI, m«A*iI wawancara saml-temln*lun 
Wawancam akan bedangsungsekH» 60-00 menIL PenWn#) Wsnl* dAwn eWdl Ini edaWh mamkayang Wah 
dBcenaSMakul oWh puWk sebagW pemlmpin yang menjalankm kepemlmphamye bardasafkan nWiillal
Dalam kaMan Ini, aaya memohon kasedhan Bapak unlukmenhdl aalah aetu naraaumber utama diAam 
peneHdan W. Kaaedaan Bapak haya ABah akan men)adl keaempalan bedwga bagi aaya imtuk belagar dad 
pengakmankepemlmphan Bapak. Sayaji^anx^KMkesempelanunkAmewawancaraf pern kaiyawan 
I kaAan dengan pemn kepemln#)an yang Bapak jalankan aeWma W.
B*aama sural h i  aaya lami^rkan The Project Suninwy dan sumt peraeW^an dad The EINca Conwnlthe, 
Udhw8%ofl^my.Sayab<mw58maW)gkap(bBaadakdbfmasl*an6ahanyang Bapakp«1uken.l 
dergansWhl
Demlklan pedtenalan dan permohonan aaya.
Alas perhaUan d«i dWomgan Bhpak, aaya u o # a n  bhma kash yang sebesanbwamya. 
Wasaalamukda&umwarahmaWBahwabarakaW^ 
kHomwdaaya,'':
PWD Re@eaN:b Sludwt^
8(A6d(dkWagem«d 
UnlverWly of Sumiy, UK 
TÏ +44 (0) 779 976 2965 (mob#e, UK)
TÏ+52(0) 816 %8 684 (mobHa.IndoneWa)
E:m.marwâM^ h@ajneyac.uk 
B  mafwan@bdg.oenldn.neUd
2a*tadunen1a
TWEtWcaGommiWae Approval pdf 
^108K
gA WamanJPM^ eo(Sumn%ary15W11/*oc
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Example of Introductory Letter/e-mail [Translation]
Dear Mr Misbahul Huda,
Firstly, let me introduce myself. I am a lecture at Business Administration 
Department, Bandung State Polytechnic. Currently, with the scholarship from 
Ministry of National Education, Government of Indonesia, I am studying as a PhD 
student at School o f Management, University o f Surrey, UK.
My research concerned with leadership, and the project title is “Spiritual Leadership: 
The Perspectives o f Indonesian Muslim Business Leaders'”. The aim of this research 
is to explore the phenomenon of spiritual leadership and in particular to see how this 
is manifested in Indonesia. The findings of the study could provide significant 
insights to improve individual and organizational performance through spiritual 
leadership.
Within case study method, I will carry out interviews with three Indonesian Muslim 
business leaders and 10-15 employees from each organization, by means of semi­
structured interview. Each interview will take approximately 60 to 90 minutes. 
Business leaders in this study are those who have publicly acknowledge their 
spiritually motivated approach to heading business organization or have led their 
business from that basis.
In this regards, I would like to ask your participation to be interviewed as an 
organizational leader. Your contribution will be valued as an opportunity to learn 
from your experience. Furthermore, I would like to ask your endorsement to 
interview your employees about your leadership’s role in the organization.
Enclosed are The Project Summary and the letter of favourable opinion from The 
Ethics Committee, University o f Surrey. I will be happy to provide any further 
information if you require.
Thank you.
Sincerely yours,
Marwansyah
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A P P E N D I X  2 
INTERVIEW GUIDE
Semi-structured interview check list (for the leader)
Thank you for agreeing to serve as a participant for my research project.
I am a doctoral student at the University of Surrey, UK, where I conduct research 
investigating spiritual leadership. Some of the questions I am researching are:
■ How do the Indonesian Muslim leaders perceive the meaning of spirituality and 
spiritual leadership?
■ How do the Indonesian Muslim leaders practice the spiritual leadership in their 
organizations?
■ How and why do they incorporate religious values (or religion) into their spiritual 
leadership practices?
■ To what extent is Western Spiritual Leadership Theory (in general and as 
represented by Fry’s Spiritual Leadership Theory) applicable to non-Western, in 
particular Indonesian Muslim culture?
■ How do organizational members perceive the spiritual leadership of their leaders?
I hope that my results will contribute to understanding the spiritual leadership 
practices in business organization and that this research will generally have a positive 
impact on leadership development in Indonesia.
This project has been given a favourable ethical opinion by the University o f 
Surrey Ethics Committee.
Your participation in this study is voluntary and you have the right to withdraw from 
the study at any stage of the study without having to give a reason. All identifiable 
information and data be treated confidential and will only use for academic purposes.
You will be interviewed by the researcher at your convenience and at the location of 
your choice for approximately 90 minutes.
1. Leaders’ perception of spirituality and spiritual leadership
1. The meaning of spirituality
2. The spirituality-leadership connection
3. The meaning of spiritual leadership
2. Manifestation of spiritual leadership
1. Business philosophy
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1. Vision
2. Definition of business success
2. Decision making process
3. Promoting spirituality in organization
4. Spirituality and performance
5. Positive and negative aspects of spirituality
1. Benefits
2. Disadvantages
3. Religious Spirituality
1. Religious values
2. Religious/spiritual practice
3. Religious values and spiritual leadership
4. Fry’s Theory of Spiritual Leadership
1. Vision—describes the organization’s journey and why we are taking it; 
defines who we are and what we do.
- broad appeal to stakeholders, define the destination and journey, reflects 
high ideas, encourage hope/faith, establish standard of excellence.
2. Hope/faith—the assurance of things hoped for, the conviction that the 
organization’s vision/purpose/mission will be fulfilled.
- endurance, perseverance, do what it takes, stretch goals, excellence.
3. Altruistic love—a sense of wholeness, harmony, and well-being produced 
through care, concern, and appreciation for both self and others.
- trust/loyalty, forgiveness/acceptance, gratitude, integrity, courage, 
humility, kindness, compassion, patience
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UNIVERSITY
A P P E N D I X  3
Project Title:
Spiritual leadership: The perspectives of Indonesian Muslim business leaders
INFORMATION SHEET FOR PARTICIPANTS
[For The Leader]
This project has been given a favourable ethical opinion by the University of  
Surrey Ethics Committee.
This research project is about the practices of spiritual leadership in business 
organizations in Indonesia. The aim of this study is to explore the phenomenon of 
spiritual leadership and to see how this is practiced in Muslim culture. Specifically, 
the objectives of this study are:
■ to understand the internal view of the business leaders toward spiritual 
leadership in Indonesian Muslim culture,
■ to examine the elements of spiritual leadership against the current discussion 
of spiritual leadership in general, and
■ to understand the impact of spiritual leadership to organizational members in 
Indonesian Muslim context.
This study has implications in the field of workplace spirituality and spiritual 
leadership, as well as for leaders and organizational development. The potential 
benefit of the study is that leaders will be able to increase their awareness of their 
own strengths and weaknesses in terms of their spirituality and leadership qualities. 
The findings of the study could provide significant insights to leaders about the 
reality and dynamics of organizational life and how to improve organizational 
performance through spiritual leadership practices. The leaders will be able to share 
the role that spirituality has played in their practice as the business leaders. Another 
potential benefit is that the leaders will able to identify links between spirituality and 
leadership and then trying to find ways that a leader can incorporate spirituality in 
the workplace without introducing controversy. Finally, there is a potential to 
incorporate spirituality in leadership training if spirituality does indeed play a role in 
leadership effectiveness.
Your participation in this study is voluntary. You have the right to withdraw fi-om the 
study at any stage of the study without having to give a reason. If you withdraw from 
the study, the data related to you will not be used. All identifiable information and 
data be treated confidential and will only use for academic purposes.
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If you volunteers to take part in this study, you will be asked to do the following:
1) You, as the interviewee, will be interviewed by the researcher at your 
convenience and at the location of your choice for approximately 90 minutes. 
The nature of the interview will be a discussion of your thoughts on what 
spirituality is as well as how you have used spirituality in your role as a leader. If 
you give permission, these interviews will be audio taped and then transcribed.
2) After completing the interview, you may be contacted to confirm some details 
that we talked about or to affirm that the researcher described events in the 
correct manner.
No risk or discomfort is expected as a result of your participation in this study. 
However, if you feel very uncomfortable discussing anything, I will not probe ftirther 
into these issues. You have the right to choose not to answer any question that makes 
you feel uncomfortable. Furthermore, you may consider at any time whether to 
continue your participation in the interview or withdraw from the study without 
needing to justify your decision
I will be emailing the summary of this study to all participants involved. Please type 
your email address in here if you would like to receive this summary:
Any complaint or concerns about any aspects o f the way you have been dealt with 
during the course o f the study will be addressed; please contact in the first instance:
Marwansyah
Principal Investigator
0) 0816628684 0) 081221897064
13 m.marwansvah@surrev.ac.uk 
13 marwan@bdg.centrin.net.id
And in the second instance please contact:
Dr Douglas Foster 
O +44 (0) 1483 686362 
3  d.foster@surrev.ac.uk
Professor Mark NK Saunders 
Q)+44 (0) 01483 686731 
3  mark.saunders@surrev.ac.uk
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A P P E N D I X  4
Project Title:
Spiritual leadership: The perspectives o f Indonesian Muslim business leaders
Consent Form
I the undersigned voluntarily agree to take part in the study on Spiritual Leadership in 
Indonesia.
I have read and understood the Information Sheet provided. I have been given a full explanation 
by the principal investigator (Marwansyah) of the nature, purpose, location and likely duration 
of the study, and of what I will be expected to do. I have been given the opportunity to ask 
questions on all aspects of the study and have understood the advice and information given as a 
result.
I agree to comply with any instruction given to me during the study and to co-operate fully with 
the investigator.
I consent to my personal data, as outlined in the accompanying information sheet, being used 
for this study. I understand that all personal data relating to volunteers is held and processed in 
the strictest confidence, and will be held and stored in line with the University policy (i.e., held 
for 10 years) and kept secure in accordance with the Data Protection Act (1998).
I understand that I am free to withdraw from the study at any time without needing to justify my 
decision and without prejudice. If I withdraw from the study, I understand that my data will not 
be used.
In the event of needing to complain about any aspects of the way I have been dealt with during 
the course of the study will be addressed, I understand that I should contact Mr Marwansyah 
(email: m.marwansvah@surrev.ac.uk Q) 0816628684 Q) 081221897064) or Dr Douglas Foster 
(email: d.foster@surrev.ac.uk (D +44 (0) 1483-686362) and Professor Mark NK Saunders 
(email: mark.saunders@surrev.ac.uk (5) +44 (0) 1483-686731).
I confirm that I have read and understood the above and freely consent to participating in this 
study. I have been given adequate time to consider my participation and agree to comply with 
the instructions and restrictions of the study.
Name of participant (BLOCK CAPITALS) .......................................................
Signed........................................................................................ .......................................................
Date...................................................................................................................................................
Name of researcher MARWANSYAH
Signed........................................................................................ .............................................. .........
Date ......................................
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A P P E N D I X  5 
The Final Template
T h e m e s
Case 1 Case 2 Case 3
[MH] (BK) (HT)
1. Leaders' percep tion  o f  sp irituality  and spiritual leadersh ip  
1.1. T he m ean in g  o f  sp irituality
1.1.1. R eligious sp irituality • • •
1.1.2. The in tercon n ection  w ith  T he H igher P ow er • • #
1.1.3. The in tercon n ection  w ith  hum an b ein gs • • #
1.1.4. The in tercon n ection  w ith  nature & all liv ing  bein gs •
1.2. T he m ean ing o f  spiritual leadersh ip • # #
2. M anifestation o f  Spiritual Leadership
2.1. B u sin ess philosophy: V ision • # #
2.2. B u sin ess philosophy: D efinition o f  [b u sin ess] su ccess
2.2.1. Success as a journey  or p rocess •
2 .2.2. A utonom y [spiritually, socially , financially) •
2 .2.3. Success as an ob ed ien ce  to G o d /p ie ty  [ta k w d ] e #
2.2.4. Safe in th is w orld  and the h ereafter #
2.3. D ecision  m aking sty le • # #
2.4. Prom oting sp irituality  in organization • e #
2.5. Spirituality and perform ance • # #
3. E lem ents o f  Spiritual Leadership  
3.1. V ision
3.1.1. Clear and com p ellin g  vision
3.1.2. C om m itted to  v ision
3.1.3. V ision in sp ires b est  perform ance
•
#
#
#
#
e
#
3.2. H op e/fa ith
3.2.1. Have faith in th e  organization e e e
3.2.2. "Do w h a tev er  it takes" & P erseveran ce # # #
3.2.3. Exert extra effort • # #
3.2.4. C hallenging goals e # #
3.3. A ltruistic love
3.3.1. In tegr ity /H on esty # # #
3.3.2. T rustw orthy e # #
3.3.3. Loyalty [to em p loyees] e # e
3.3.4. Courage # #
3.3.5. K indness & C om passion # # #
3.3.6. F orgiveness # # e
3.3.7. Gratitude e # #
3.3.8. H um ility e # #
3.3.9. Patience # e
3.3.10. Kinship # e e
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The Final Template {cont)
Themes Case 1 (MH)
Case 2 
(BK)
Case 3 
(HT)
3.4. Inner life
3.4.1. H opeful about life
3.4.2. C onsider o n e se lf  as a sp iritual p erson
e
e • #
3.4.3. Care ab ou t sp iritual health  o f  co-w ork ers # • e
3.4.4. M aintain sp ir itu a l/re lig io u s practices # • #
3.5. Other elements of spiritual leadership
3.5.1. The leader is a role model # # #  .
3.5.2. Sincerity e # •
4. Spiritual W ell-B eing  
4.1. M eaning/C alling
4.1 .1 . The w ork  m akes a d ifference in p eop le's live # # •
4.1 .2 . The w ork  is m eaningful # # •
4.2. M em bership
4.2 .1 . A ppreciation  o f  p eop le  and th e ir  w ork # # •
4.2 .2 . R esp ect [for p eop le  and w ork) # # •
4.2 .3 . V alued as a p erson # e
4.2 .4 . H ighly regarded b y  th e leader e e e
5. Individual & O rganizational O utcom es o f  Spiritual Leadership  
5.1. O rganizational com m itm ent
5.1.1. Feel like "part o f  th e family" # e #
5.1 .2 . Loyalty to  organization # # e
5.1.3. A se n se  o f  b elon g in g • # e
5.1.4. Feel proud [full o f  pride) o f  organization • #
5.2. Productivity  & Efficiency
5.2.1. Give one's b est  effort • e e
5.2.2. W ork quality  as a high priority • # e
5.2.3. Productive a n d /o r  efficient • # e
5.3. Satisfaction
5.3.1. Life con d ition s are excellen t
5.3.2. Satisfied  w ith  life
•
• e e
5.3.3. Have go tten  the im portant th in gs 1 w a n t in life • e e
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